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ABSTRACT 
An Examination of Teachers' Attitudes 
Toward Women in Education Administration 
(February 1984) 
Constance M. Fusco 
B.S., M.Ed., C.A.S., Springfield College 
Ed.D., University of Massachusetts 
Directed by: Dr. Harvey B. Scribner 
In public schools the majority of teaching positions are filled 
by women, and the majority of school administrative positions are 
filled by men. The purpose of this study was to identify and examine 
teachers' personal perceptions and attitudes which continue the tra¬ 
dition of few women in school administration and to determine what 
factors contribute to keeping women from pursuing careers in educa¬ 
tion administration. More specifically, the questions that guided 
this study are: 
(1) Do women want to be in education administration? 
(2) Are teachers willing to support women administrators? 
(3) Do teachers believe that women have as equal an opportunity 
as men in acquiring an administrative position? 
(4) What factors would inhibit women from pursuing positions 
in school administration? 
(5) What traits do teachers feel most important for administra¬ 
tors to possess? 
The signifi cance of the study was to provide 3 better under¬ 
standing of the issues and problems confronting women who wish to, 
or attempt to, pursue careers in education administration. 
A two-page, four-sided, mail questionnaire was designed and 
mailed to a sampling of 251 teachers, members of the Massachusetts 
Teachers Association. Seventy-three percent of the surveys were re¬ 
turned and sixty-five percent were considered usable returns. Con¬ 
clusions drawn from the study were: 
(1) Male and female teachers shared an equal past interest in 
school administration and indicated that no specific factors inhib¬ 
ited them from pursuing such careers. 
(2) More male than female teachers indicated having a future 
interest in school administration, actively applied for administra¬ 
tive positions, and took more courses in education administration. 
(3) The majority of teachers indicated a willingness to support 
female administrators. 
(4) The majority of teachers were uncertain if their school 
system would hire female administrators. 
(5) Male teachers listed as the three most important adminis¬ 
trative traits: the ability to deal with conflicts, communication 
skills, and being objective. Female teachers listed communication 
skills, ability to deal with conflicts, and self-confidence. Three 
least important traits for both genders were being aggressive, com¬ 
petitive, and authoritarian. 
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CHAPTER I 
INTRODUCTION TO THE STUDY 
Throughout the United States women occupy the majority of class¬ 
room teaching positions in education, but they are scarcely visible 
in public school education administration. A growing body of litera¬ 
ture addresses the problems faced by women who assume, or attempt to 
assume, leadership positions in public school administration. Sex 
discrimination, sex-role stereotyping, conflicts regarding home and 
career, perceived isolation and a lack of support systems, questions 
of women's competence, and women's aspirations are just some of the 
issues confronting women as cited by Howe (1973), Larwood (1977), 
Spence (1978), O'Leary (1979), and Robinson (1979). 
The review of the literature in the present study focuses only 
on white women and does not take ethnicity, race, religion, or eco¬ 
nomic class into account. Overcoming the "problem" of gender was in 
itself a struggle since it was constantly in view of the observers. 
Multiply the "problem" of sex (female) and the "problem" of race (the 
color of one's skin), and the "problem" becomes compounded. However, 
this study does not concentrate on the historic-economic and race 
factors regarding women in administration, but focuses on the gender 
issues which may be factors contributing to why women do not pursue 
positions in education administration. Obviously, subsequent studies 
will need to be made concentrating on the issues of ethnicity, race, 
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religion, and economic class. 
In order to understand women's plight in assuming leadership 
roles in education administration, it is necessary to examine the 
literature about women and their struggle for positions in "man's" 
world of work. In this chapter, this examiner attempts to provide 
an historic background of women's struggle to gain respectability in 
leadership roles in education and in the broader world of work in our 
society, and to present the rationale identifying the problem, the 
purpose, and the significance of the study. 
Background of the Study 
In the field of education during the Colonial period, only a few 
teachers were women, while men dominated the teaching profession. 
During the 17th and 18th centuries only men went to high schools and 
colleges. The education of women was limited to the "well-to-do few" 
and consisted of learning embroidery, painting, French, singing, and 
playing the harpsichord (Flexner, 1966, p. 23). With the develop¬ 
ment of the public education system came the opportunities for white 
women to receive a secondary school education (Girard, 1974, p. 19). 
Oberlin College was the first institution to offer women a college 
curriculum comparable to one available to men. Oberlin graduated 
its first woman student in 1841 (Flexner, p. 30). It was in the 
late 18th century that more women began to teach. Women teachers 
combined teaching with female skills such as laundering and bonnet 
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making (Sanders, p. 35; Schmuck, 1981, p. 133). Women, in this era, 
began to be seen as the "natural teachers of youth." They would also 
do the job for "30 to 50% less wages" (Girard, 1974, p. 23; Bray- 
field, 1977, p. 14). For whatever reasons, extra income, personal 
need, or a sense of fulfillment, women entered the teaching field in 
great numbers. Some of them became pioneer leaders in the field of 
education. 
As early as 1824 Zilpah Grant managed the financial and educa¬ 
tional responsibilities of Adams Female Academy at Deery, New Hamp¬ 
shire, and in 1832 she and her assistant, Mary Lyon, took charge of 
the Ipswich Seminary. Mary Lyon subsequently founded Mt. Holyoke 
Seminary in 1837. Catherine Beecher founded several institutions 
for women teachers one of which was the Hartford Female Seminary in 
1928 (Brayfield, pp. 15, 17; Biklen, 1980, pp. 67-8). 
White women were making some progress, however, for black chil¬ 
dren the road to education was even more difficult. Blacks were seen 
as inferior to whites and in many states it was illegal to educate 
them. Black girls were seen as having the "least potential for men¬ 
tal growth" (Flexner, p. 37). It was Prudance Crandall (1833-34) 
who accepted the challenge to educate black girls despite many pro¬ 
tests and threats. In the end she lost her struggle and closed her 
school (Flexner, pp. 38-40). Brayfield, in her research, mentions 
three black women educators who carved out a mission for themselves 
to educate southern black children. They were Lucy Laney who founded 
1886, Charlotte Hawkins Brown who 
a school in Atlanta, Georgia in 
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founded a school in Sedalia, North Carolina in 1902, and Mary McLeod 
Bethune who founded Bethune Cookman College in Daytona Beach, 
Florida, in 1904 (p. 14). Myrtilla Miner in 1851 founded the first 
school to train black girls as teachers. She opened her school in 
Washington, D.C. in spite of much protest against such a move. In 
1859 she was forced to close the school due to poor health, financial 
problems, arson and other forms of violence from her foes (Flexner, 
pp. 98-99). 
The earliest reference to a woman public school administrator 
as we know the position today was Emma Willard. She was superin¬ 
tendent of schools in Kensington, Connecticut in 1840 (Brayfield, 
p. 18). A well-known woman pioneer leader was Susan B. Anthony who 
was a teacher at eighteen years old and became a principal of a co¬ 
educational academy in 1843. Ms. Anthony was instrumental in getting 
the New York State Teachers Association to recognize the rights of 
female teachers and to allow them to share in the privileges of this 
association in 1852 (Koontz, p. 20). Even in teacher unions women 
were degraded and had to struggle for recognition. In Joan N. 
Burstyn's article, "Historical Perspectives on Women in Educational 
Leadership," she points out that it was not until 1866 that the 
National Education Association (NEA) permitted women to hold regular 
membership or allowed them to speak at meetings. If they had some¬ 
thing they wanted to contribute to a meeting, they had to present it 
in writing to be read by a male secretary or male NEA member of their 
choice (Biklen, p. 69). 
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The number of women in education was growing. The 1879 federal 
census indicated that two thirds of all public and private school 
teachers employed were women. Benfield (1976) commented that "men 
allowed women the occupation of teaching." In 1900, 70% of teachers 
nationwide were women, and this figure peaked in 1920 with 86% of 
teachers nationwide being women. Although women had become the ma¬ 
jority in the field of educating the young, especially in the ele¬ 
mentary schools, they were still a minority in educational adminis¬ 
tration. However, the midwest and the west appeared to be more ac¬ 
cepting of women in leadership roles. Illinois, in 1873, passed a 
law making single or married women eligible to be school officers, 
and this made it possible for eleven women county superintendents to 
be elected to office. Other states passing similar laws were Iowa, 
Kansas, Michigan, Ohio, and Pennsylvania. A year later, 1874, Cali¬ 
fornia declared all educational offices open to women if they met the 
requirements of being over 21 years of age and citizens of California 
and of the United States (Brayfield, p. 19). Margaret Gribskoy 
(Biklen) wrote about some of these women in an article, "Feminism and 
the Woman School Administrator." Three of these outstanding women 
administrators were Ella Flagg Young who headed the Chicago schools 
from 1909 to 1915; Isabel Eckles who served as a county superinten¬ 
dent, New Mexico's state superintendent, and ten years as superin¬ 
tendent of the Santa Fe school system; the most distinguished woman 
superintendent was probably Susan Miller Dorsey who was superinten¬ 
dent of the Los Angeles, California school system from 1920 to 1929. 
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She was given the honor by the NEA Journal of being called "America's 
Greatest Educator" (Biklen, p. 84). 
The 1920's have been described as an decade of "unparalleled 
economic emancipation for women" by many historians. However, Chafe 
(1972) states that aspiring career women in the 1920's were still 
limited to traditional female positions (p. 50). He goes on to claim 
that women's participation in the total labor force had actually de¬ 
clined rather than increased over 1910 from 20.9% to 20.4% (p. 53). 
There were 8 female teachers to every 10 teachers, but only 1 out of 
every 63 superintendents of schools was female (p. 53). 
During the depression of the 1930's when massive unemployment 
existed, there was an increase of male teachers in public education. 
A National Education Association survey in 1930-31 indicated that of 
1500 school systems surveyed, 77% refused to hire wives and 63% dis¬ 
missed women teachers if they married after being hired. It further 
stated that married women applying for a teaching position were told 
that they would have to divorce first if they wanted the position 
(Chafe, pp. 107-108). The picture shifted again during World War II 
as the men left teaching to join the war effort. After the war, pub¬ 
lic education began to undergo changes as a result of more monies 
being directed toward education by towns, cities, states, and the 
federal government. The G.I. Bill provided middle class men oppor¬ 
tunities for a college education, and many of these men entered the 
field of teaching. However, unlike women, the men did not enter 
classrooms with the intention of staying there. They sought to move 
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into administration or seek other work outside of education. As a 
result, these men began to monopolize administrative positions. The 
women, on the other hand, were temporarily interrupting their careers 
to have families and take care of family responsibilities (Benfield; 
Schmuck, pp. 133, 147). 
The situation as stated above appears to remain prevalent today: 
the majority of teachers are women, yet the leadership positions in 
the schools are in the control of men. It also appears that the fe¬ 
male leadership in education is steadily declining. In 1960, 70% of 
the teachers in the elementary and secondary schools were women and 
37% of the elementary school principals and less than 4% of the sec¬ 
ondary school principals were women (Basil, 1972, p. 2). In 1970- 
1971, Lyon's research printed in Phi Delta Kappan (1973) reported 
that 67% of all public school teachers were women and 15% of princi¬ 
pals and .6% of superintendents were females (p. 120). In 1975, 63% 
of elementary and secondary school teachers were women, and only 2% 
held principal's positions, as documented by Bird (1979). 
Marilyn Neidig (1980) from Louisiana State University, in Edu¬ 
cation USA wrote, "The percentage of female principals in elementary 
schools has declined from 37% in 1960 to 13% today." In senior high 
schools, only 2% of the principals are women ... and less than 1% 
of school superintendents are female (p. 156). 
The only data this researcher found contrary to the above infor¬ 
mation regarding the steady decline of women in administrative posi¬ 
tions pertains to elementary school principal positions. A study 
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compiled by McCarthy and Zent and published in the March, 1982 edi¬ 
tion of Phi Delta Kappan, presents data from a survey of 46 school 
districts in six states including Massachusetts. The information in 
this 1980 sample reported that the percentage of female elementary 
school principals had increased by 18% from 1978. However, this same 
sample study maintained that at the secondary level, "the percentage 
of female administrators more closely paralleled prior studies" (p. 
462). 
Other occupations. When women began working in greater numbers they 
continued to crowd the traditional gender spheres rather than assume 
leadership roles in male spheres. The 1900 occupational distribution 
of the female labor force compiled by Breckinridge was: 
17.9% of women were in non-manual occupations 
8.2%  in professional, technical positions 
4.3%  sales workers 
4.0%  clerical workers 
1.4%  in leadership roles, managers, etc. 
(Siu, p. 41) 
The acceptance of women in the work force or the type of posi¬ 
tions women are "allowed" to enter appears to be determined by eco¬ 
nomic, environmental, or national necessity. In the years prior to 
1940, women held jobs if their families were poor and in economic 
need. Virginia Woolf (1938) stated that for the daughter of an edu- 
cated man, "marriage was the only profession open to her" (p. 70). 
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Chafe corroborated this "class" designation by writing that daughters 
of the poor worked outside of the home usually for reasons of eco¬ 
nomic necessity and middle-upper class women refrained from taking 
jobs (p. 89). Married women held jobs only if their husbands did not 
provide an income above the poverty level. World War II changed all 
that. For the first time, married women in large numbers entered 
the work force. The government legitimized women working by calling 
it a "national necessity" for the war effort. After the war, with 
inflation and rising consumer demands for goods, and with a shift in 
capitalism to corporate growth with many clerical jobs opening, women 
were an accepted part of the work force. They also went to work in 
industry, offices, and the federal government in great numbers. By 
1950, middle-class women were working for luxuries such as new homes, 
cars, or a college education for their children. A new definition 
of "economic need" developed which meant "a quest for the better 
life" (Chafe, pp. 192-3). By 1968, over twenty-nine million women 
were in the labor force. They represented 42% of all women of work¬ 
ing age. By 1970, thirty-two million women were working representing 
a 36% gain since 1960 (Clement, 1975, p. 9). 
Even though these numbers are impressive, women still have dif¬ 
ficulty being accepted in many positions perceived as belonging to 
males, especially in leadership positions. Daniel Maguire (1978) 
stated, "The historic and ongoing atrocities now being documented in 
the literature of women's liberation have long been with us, visible 
but unseen. . . . Even now we are inured to the defacto segregation 
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of women from government and many professions where males predominate 
with a lopsided majority" (p. 414). 
L.egi si at ion. Efforts to combat defacto job segregation during the 
past two decades include: 
(1) The Federal Equal Pay Act of 1963 was an amendment to the 
Fair Labor Standards Act which was helpful in guaranteeing equal pay 
for equal or substantially similar work. In 1972, administrative and 
professional jobs were included in this Act; and in 1974, Public Ser¬ 
vice jobs were included (Loring, 1972; American School Board Journal, 
1976, pp. 22-23). 
(2) Title VII of the Federal Civil Rights Act of 1964 guar¬ 
anteed equal opportunity (access, promotion, benefits, conditions, 
terms of employment, sex, race, color, religion, and national ori¬ 
gin). In 1972, this coverage was extended to include managers, pro¬ 
fessionals, teachers, professors, and government employees. 
(3) Title IX, 1972 prohibits sex discrimination to federal as¬ 
sistance educational programs (Loring, p. 21). 
(4) The Women's Educational Equity Act, 1974, provided program¬ 
matic support for positive efforts to ensure sex equity as reported 
by the Office of Education (Foxley, 1979, p. 3). 
Ratification of the Equal Rights Amendment, 1972, would have 
provided sexual equality as a constitutional right and would have 
removed the last acceptable form of social discrimination (Loring, 
p. 21). 
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Women's consciousness appears to have been aroused and both 
sexes are much more aware of sex role stereotyping and/or discrimi¬ 
nation than ever before. Nevertheless, the actuality is that women 
are still a minority in holding leadership positions in business and 
education. 
Statement of the Problem 
In the public school educational system, women are rarely in¬ 
volved in leadership positions in education administration (Basil, 
Benfield, Bird, Neidig). Basil strongly states, "The only untapped 
human resource is women" (p. 102). Public school boards in their 
hiring practices, appear to overlook women as resources, thereby de¬ 
priving the schools of the skills and talents of potentially capable 
leaders. This scarcity of women in leadership positions raises ques¬ 
tions regarding the acceptance of women in these positions by the ad¬ 
ministrative hierarchy of the public schools. It also raises ques¬ 
tions as to whether women are applying for or are interested in ob¬ 
taining leadership positions in education administration. The facts 
show that (1) there are few women administrators in most school sys¬ 
tems; (2) in some school systems, there are no women in administra¬ 
tion; and (3) the number of women in school administration seems to 
be decreasing (Pancrazio, 1977; Bird; Neidig). 
The problem of the paucity of women in school administration is 
two-fold in that: 
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(1) Public schools are denied some of the "feminine attributes" 
which women could bring to education administration. Eskilson 
(1976), Bach (1976), and Schmuck (1976) perceived "feminine attri¬ 
butes" as positive in dealing with the emotional needs of others, in 
dealing with discipline problems, and in providing a positive school 
c1imate. 
(2) Students are denied the role models of female leaders: 
see Nieboer (1975), Foxley, and Kanter (1979) along with many other 
researchers. 
Education until the age of sixteen years is mandatory in the 
United States. The majority of young people in this country attend 
public schools. It would seem that one of the responsibilities of 
the public schools is to provide the role models needed to encourage 
both male and female students to explore the possibility of pursuing 
leadership roles in society. As contributors to the school climate, 
administrators and teachers (their attitudes, philosophy, influences, 
and perceptions) have a tremendous impact on students. 
The roles and positions of men and women in public education 
appear to be fixed; women teachers tend to dominate the elementary 
grades, while men teachers, for the most part, dominate the upper 
grades and fill the leadership positions in school administration at 
both levels (Bernstein; Niedermayer, 1974; Pawlitschek, 1976). Where 
are the role models for female students to follow? What message is 
the public school giving to their male and female students? ... to 
teachers? ... to the community? 
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In education today it is apparent that teachers, parents, com¬ 
munity, and students are discontent with the entire system of public 
education. Public schools are being portrayed as indifferent and 
uncaring institutions. As leaders, public school administrators have 
to assume the greater portion of the responsibility of these claims. 
They are the ones who set the tone or climate of the schools and they 
are the ones who are in a position to make changes. The call from 
all concerned is for more open communication and more participation 
in the decision-making process. If this is true, then education is 
ready for a new kind of leadership style to emerge. 
Researchers such as Morsink (1970), Howard (1975), Cole (1977), 
Davenport (1977), Stockard (1977), and Cochran (1980) refer to women 
as being as capable as men in administering our schools. Women lead¬ 
ers have been identified by Eskilson, Bartol (1976), and Nieva (1978) 
as being more in tune to the emotional needs of others, more consid¬ 
erate, and more supportive of others than male leaders. Jean Baker 
Miller (1975) in her book Toward a New Psychology of Women commented 
Men are encouraged from early life to be active and ration¬ 
al; women are trained to be involved with emotions and with 
the feelings occurring in the course of all activity. . . . 
Despite all the handicaps, women have a much greater sense 
of the pleasures of close connection with physical, emo¬ 
tional, and mental growth than men. Growth is one of the— 
perhaps the--most important, most exciting qualities of 
being human. Tragically, in our society, women are pre¬ 
vented from fully enjoying these pleasures themselves by 
being made to feel that fostering them in others is the 
only valid role for all women and by the loneliness, 
drudgery, and isolated, noncooperative household setting 
in which they work. (pp. 39-40) 
If it is a fact that women have these worthwhile qualities then 
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women could bring another leadership style to the administration of 
the public schools. This style would involve being more receptive 
to, and having more involvement with, teachers, students, parents, 
and the community. For the majority of women, the socialization pro¬ 
cess, according to Clement, does not view competitiveness and ambi¬ 
tion as "highly valued 'womanly' attributes" (p. 11). According to 
Betty Lehan Harragan (1977) in her book Games Mother Never Taught You 
In the male culture, competition is the reward. Com¬ 
petition is the fun. Competition is what makes it all 
worthwhile. Without the prospect of competition, per¬ 
sonal competence loses its meaning and zest because it 
lacks the quantifiable measures of success--the rules of 
the game. . . . Women in general have been exposed to so 
little in the way of 1ife-preparatory games that they 
don't know how a popular competitor acts, they don't know 
how to create the impression that they can be interesting, 
challenging, exhilerating, respected, admired opponents. 
(pp. 78, 282) 
In regard to the topic of aspirations or ambitions for promotions, 
Harragan states that men have an unwritten code about not verbalizing 
high personal ambitions. "An ambitious man's superiors instinctively 
know that he expects to move steadily forward and act accordingly." 
In regard to women, however. 
It will be assumed that she doesn't want to progress, so 
blind adherence to the male etiquette code will destroy 
all her chances. A woman must convince superiors that she 
expects to advance as steadily as ambitious male cohorts. 
She must openly express interest in jobs one level above, 
discuss prerequisites, and drop hints about timetables. 
(p. 150) 
In order for women to acquire administrative positions, they are 
going to have to become more competitive and challenge men for these 
positions. Changes in women's socialization orientation have to take 
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place. As changes occur, will women be able to maintain their human¬ 
istic orientation and integrate it into an effective leadership 
style, or will women simply assimilate and model themselves after the 
present "male" administrative style? If the latter occurs, then it 
probably would be correct to assume that there will be little or no 
difference between the leadership style of men and that of women. 
Women in the education profession have made progress especially 
with the passing of legislation which has helped to lower the bar¬ 
riers for women to cross over, yet the number of women in educational 
administration has steadily decreased as reported by Basil, Phi Delta 
Kappan (1973), Pancrazio, Bird, and Education USA (1980). The public 
school committees and/or boards have tremendous power at their com¬ 
mand to reverse this trend and encourage capable women teachers to 
pursue leadership roles in education administration. 
Purpose of the Study 
The purpose of this study is to identify and examine teachers' 
personal perceptions and attitudes which continue to support the 
phenomenon of there being few women in education administration; and 
to determine what factors contribute to keeping women from pursuing 
careers in education administration. 
Issues of race, religion, ethnicity, cultural, or economic class 
will not be explored. Each of these issues would demand broad cover¬ 
age and concentration in their own right and are beyond the scope of 
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this study. For example, sexism and race would involve not only sex 
prejudices, but the additional prejudices created by the color of 
one's skin. Women referred to in this study will be interpreted to 
mean white women only. 
More specifically, this study asks the questions: 
(1) Do women want to be in education administration? 
(a) Are women qualified to hold administrative positions? 
(b) Do women have confidence in themselves to become 
school administrators? 
(c) Do women feel they would gain any self-satisfaction 
from a position in school administration? 
(d) Do unfavorable remarks and/or negative interviewing 
experiences deter women from pursuing administrative 
positions? 
(2) Are teachers willing to support women administrators? 
(a) Are there female "role models" visible in all levels 
of administrative positions in most school systems? 
(b) Would teachers who have worked for women adminis¬ 
trators compare them as favorably as they would male 
administrators? 
(3) Do teachers believe that women have as equal an opportun¬ 
ity as men in acquiring an administrative position? 
(a) Are women receiving the necessary support to pursue 
positions in education administration? 
(4) If women do not want to pursue careers in education admin- 
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istration, why not? Some of the factors which will be 
investigated are: 
(a) absenteeism issue 
(b) commitment or lack of commitment 
(c) personal responsibilities 
(d) geographic mobility 
(e) fear of failing in an administrative position 
(5) What traits do teachers feel most important for adminis¬ 
trators to possess? 
Hypotheses 
This study assumes that the majority of women in education de¬ 
liberately remain in the classroom rather than pursue careers in 
school administration, therefore contributing to the scarcity of 
women in this field. 
More specifically, based on data from the review of literature 
on women in education administration, the following hypotheses emerge 
regarding teachers' attitudes toward education administration and 
women in education administration. 
Hypothesis I. There will be no difference between male and female 
teachers on the issue of their interest in school administration. 
Hypothesis II. A larger percentage of male teachers will have ac- 
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tively applied for administrative positions than female teachers. 
Hypothesis III. The majority of female teachers will indicate more 
confidence in their skills as classroom teachers than in their skills 
as potential school administrators. 
Hypothesis IV. Younger female teachers will indicate more interest 
in becoming school administrators than older female teachers. 
Hypothesis V. A larger percentage of male teachers will have taken 
more courses in education administraion than the percentage of female 
teachers. 
Hypothesis VI. A larger percentage of male teachers will have de¬ 
grees in education administration than the percentage of female 
teachers. 
Hypothesis VII. Teachers perceiving a progressive indicator for 
their environmental climate (community, school system, teachers, 
self) will have the most positive responses for women pursuing ad¬ 
ministrative positions than teachers perceiving middle-of-the-road 
or conservative indicators. 
Hypothesis VIII. There will be no difference between male and female 
teachers citing a lack of support from administrators, school staff. 
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students, parents, and community as deterrents to careers in educa¬ 
tion administration. 
Hypothesis IX. A higher percentage of male teachers than female 
teachers will indicate receiving more encouragement to apply for, or 
pursue, administrative positions. 
Hypothesis X. There will be no difference between the absenteeism 
rate of male and female teacher respondents. 
Hypothesis XI. There will be no difference between male and female 
teachers citing demanding commitment factors as reasons inhibiting 
them from pursuing administrative positions. 
Hypothesis XII. There will be no difference between male and female 
teachers on the issue of personal responsibilities being used as a 
reason for not pursuing administrative positions. 
Hypothesis XIII. There will be no difference between male and fe¬ 
male teachers citing geographic or locational moves as inhibiting 
them from pursuing administrative positions. 
Hypothesis XIV. There will be no difference between male and female 
teachers citing the fear of failing in an administrative position as 
a reason for not pursuing such positions. 
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Definition of Terms 
Androgyny. The androgynous person will be viewed as able to shift 
roles with changing demands of a situation without threat; is com¬ 
fortable in being assertive, self confident, independent, nurturant 
and tender when appropriate. (Hansen et al., 1980) 
Attitude. A relatively stable or enduring pattern of responses made 
by an individual with respect to some psychological object, i.e., 
toward any symbol, slogan, product, institution, person, group, or 
issues, which a person may face. (Bartol, 1973, p. 32) 
Feminine behaviors. Behaviors having qualities defined by society 
as appropriate to a woman (socially able, homemaker, dependent, and 
pleasing others). (Hoyenga, 1979, p. 393) 
Leadership positions or roles. This refers to any position which is 
in authority or command of a business, organization, institution; 
management-administrative positions; school principals, superinten¬ 
dent, supervisory staff. Business: middle management, top manage¬ 
ment, supervisors. 
Leadership style. The ability to influence the behavior of others. 
(Bell, 1973, p. 32) 
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Masculine behaviors. Behaviors having qualities defined by society 
as appropriate to a man (independent, physically able, competitive). 
(Hoyenga, p. 395) 
Personality characteristics. An individual's personality is the sum 
total of the ways in which he or she characteristically reacts to and 
interacts with others. This will include such overt patterns of so¬ 
cial behavior as aggression or attention-seeking, as well as such be¬ 
haviors and motives as achievement striving. (Ferguson, 1970, p. 2) 
Role. The part or parts a person assumes at a given time and place. 
(Hansen et al., p. 35) 
Role model. A person who exhibits behavior after which another per¬ 
son tries to pattern his or her behavior. (Hansen et al., p. 36) 
Self concept. An individual's perception of his or her abilities, 
attitudes, and other personal resources or characteristics. (Hansen 
et al., p. 35) 
Sexism. Any arbitrary stereotypes of either male or female which 
cause pre-judgement on the basis of sex (gender). (Hansen et al., 
p. 36) 
Sex-role stereotype. The assumption that all females or all males 
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because they share a common gender also have the same characteristics 
such as the same traits, interests, values, and roles. (Hansen et 
al., p. 35) 
Sex-role stereotyping. Assumptions made and messages given to stu¬ 
dents (in educational institutions) which tend to reinforce or en¬ 
courage gender identified roles, stereotyping such as in materials 
used in schools to portray males and females in traditional roles. 
(Hansen et al., p. 35) 
Stereotype. An assumption that because a number of individual share 
one attribute (race, sex, etc.) they are similar in many others. 
(Hansen et al., p. 36) 
Women's consciousness. The awareness of women with respect to their 
status, role, traits, and identity. (Sui, p. 83) 
Significance of the Study 
Since there is a scarcity of women in education administration 
this study will shed light on factors which contribute to this scar¬ 
city. The findings of this study have the potential of providing a 
better understanding of the problems confronting women and how these 
problems are perceived by teachers. To date, school committees and 
school boards are not hiring women in great numbers. Women have been 
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perceived as lacking the interest, personality, experiences, and tem¬ 
perament to fulfill the commitment required of administrative leaders 
in public schools. This study's findings could contribute additional 
information concerning the aspirations of female teachers with regard 
to public school administrative positions. This study may also lead 
schools to re-examine their current hiring practices, regarding pro¬ 
motions in their own leadership hierarchy. It may serve to promote 
administrators' and teachers' awareness of the problems and issues 
specified in this study and may contribute to designing a program 
for change. The Massachusetts Teachers Association has expressed a 
desire to publish the results of this study in the MTA paper, MTA 
TODAY, creating an awareness among MTA members of the scarcity of 
women administrators. The published article of this study may become 
the catalyst for teachers to begin to promote awareness programs in 
their own individual systems. This particular study is only a small 
effort, but it is a beginning. 
Limitations of the Study 
The focus of this study is to gather information to identify and 
examine the sources which contribute to the scarcity of women in edu¬ 
cation administration. 
This study is limited to the Commonwealth of Massachusetts and 
to a similar population of teachers who are members of the Massachu¬ 
setts Teachers Association (MTA). Teachers holding full-time admin- 
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istrative positions were excluded from the study. 
The instrument developed for this study was used for the first 
time to gather information on perceptions and attitudes of teachers 
regarding education administration and toward women in school admin¬ 
istration. The mail questionnaire surveyed a sampling of teachers 
and the percentage of returns was limited. Also, the percentage of 
returns on follow-up reminders to the non-return sample population 
was limited. 
The study does not focus on'the historic-economic factors re¬ 
garding women in administration. It concentrates on social factors 
which may contribute to the absence of women school administrators. 
The literature in this study is primarily about white women and does 
not focus on the differences among women based on race, ethnicity, 
economic class, or religion. 
Chapter II of the study presents a review of the literature 
focusing on three sections: sex roles and sex-role stereotyping; 
perceived critical characteristics in leadership dealing with per¬ 
sonality characteristics and leadership styles and types; and criti¬ 
cal issues confronting women in education administration. Chapter 
III describes the methodology. This includes the design of the 
study, sample population, instrumentation, and the procedures used 
in collecting and treating the data. Chapter IV will report the 
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results of each hypothesis tested and interpret the findings. Chap¬ 
ter V will summarize the study, formulate conclusions, and make rec¬ 
ommendations for further research. 
CHAPTER II 
REVIEW OF THE LITERATURE 
Introduction 
Teaching is a female occupation . . . however, even though 
the majority of all teachers are female, the majority of 
education administrators are male. (Howard, 1975, p. 23) 
Pawlitschek observed that education administration is sex typed 
as a male occupation, and women in administrative positions experi¬ 
ence more of a problem with gaining acceptance as leaders from both 
sexes than men (p. 107). Howard inferred from her 1975 study that 
women are prevented from filling administrative positions by stereo¬ 
typic social attitudes. She emphasized, "Even though research indi¬ 
cates there is no difference between men's and women's leadership 
abilities . . . many women feel incapable of administration or be¬ 
lieve they would be happy in an administrative job" (p. 23). 
This dissertation will focus on social and gender issues regard¬ 
ing women and education administration. The study will present an 
overview of sex-roles and sex-role stereotyping; perceived critical 
characteristics (from the review of the literature) in leadership 
which will deal with personality characteristics and leadership style 
that affect school leadership; and issues confronting women which 
may contribute to the scarcity of women in school administration. 
This study will be based on the assumption that women do not 
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want to be in education administration. The issues presented will 
touch on pressures, arguments, and reasons used to discourage women 
from entering the field of school administration. 
Sex-Roles and Sex-Role Stereotyping 
Where does it all begin? Sex differential treatment begins at birth. 
William Chafe (1972) claimed that in most families completely differ¬ 
ent responsibilities were given to boys than to girls. A sharp divi¬ 
sion of gender roles existed in social, political, and economic in¬ 
stitutions. What were considered necessary qualities for success in 
a woman's world were not considered necessary qualities in a man's 
world (p. 110). For instance, women's training included the domestic 
responsibilities of being a homemaker, mother, and husband's help¬ 
mate. Men's responsibilities included that of being a provider and 
decision maker (p. 97). A woman was required to make only one big 
decision ". . . her choice of a husband" (p. 199). These clearly 
defined gender roles did provide comfort and security for many women 
(p. 98). According to Hoyenga, mothers transfer social and verbal 
stimulations to their daughters and physical stimulation to their 
sons; and it also appears that fathers encourage more sex typing in 
their children than mothers do (p. 229). Women are trained to be 
the givers and to please and serve men (Miller, 1976, pp. 49, 60-65). 
Women have different organizing principles around which 
their psyches are structured. One of these principles is 
to serve other people's needs. . . . Women are taught that 
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their main goal in life is to serve others--first men, and 
later, children, (p. 61) 
Miller does not state that men do not sense the needs of others as 
women do but that "they are systematically encouraged to dampen their 
responses. They are 'dis-rewarded' from doing so. To do so is femi¬ 
nine. It is being not a man. It is not being" (p. 71). Colette 
Dowling (1981) in her book The Cinderella Complex explains how girls 
are developmentally ahead of boys, and when they enter first grade 
they have a one year gain to their-credit. Instead of teachers and 
parents encouraging girls to become independent the opposite happens 
and they are encouraged toward "physical timidity or hypercautious¬ 
ness, being quietly 'well behaved,' and depending on others for help 
and support. . . . Boys, however, are actively discouraged from de¬ 
pendent forms of relating" (p. 102). [Women] ". . . have been en¬ 
couraged since they were children to be dependent to an unhealthy 
degree. . . . males are educated for independence from the day they 
are born" (Dowling, pp. 3-4). 
Cynthia Fuchs (Epstein) feels that it is a myth that women, 
themselves, have no particular will, desire, or ambition for success 
and that this type of rhetoric is used as a "mechanism to keep women 
in their place and out of the competition for the good things in 
life" (p. 2). Instead of educators directing women into profes¬ 
sional, managerial, and leadership types of careers they pushed 
women and blacks toward practical careers and jobs where they would 
face the least discrimination. Parents, books, and educators were 
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all contributors to keeping the boundaries drawn in regard to what 
boys and girls can or cannot do. Even in regard to school curricula, 
women measured low in things they were not supposed to like, or be 
able to do (pp. 3, 4). 
Barr (1978) defines six frames within which people are expected 
to conduct their lives. The physical, mental, domestic, social, 
working, and political. The frames are narrower for females than 
for males and Barr suggested some reasons why this is so. These 
frames appear to encompass the "whole person"; therefore, they are 
worth elaborating on as an insight into sex-role stereotyping. 
Physical frame. Male and female physical and biological differences 
do exist that sometimes make it easier or more difficult for one sex 
or the other to acquire certain skills or attain particular kinds of 
mastery over an environment. The differences, however, are not suf¬ 
ficient an excuse to "confine women within any one typical frame of 
'femaleness,or for "limiting women's fields of physical endeavor" 
(p. 36). 
Mental frame. Women, themselves, need to change their attitudes in 
regard to their mental frame. American college students were asked 
to describe their own mental capabilities. Half of the girls said 
they were "not so bright." In reality, their attainment scores in 
most subjects were higher than the male average. The boys tended to 
over-state their achievements. Later, the girls stated they had done 
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this because they did not want to appear superior to the males (p. 
49) . Mothers 3re the models for girls. Girls who have mothers em¬ 
ployed outside of the home appear to be more career minded and ambi- 
tious th3n girls who have mothers who are full-time homemakers (p. 
50) . 
There 3re writings of late which refer to the male and female 
brsin that is of interest to note here. Dr. Richard Restak, 
Washington neurologist and author of The Brain, wrote an article in 
the Springfield Sunday Republican (1979) in which he states that 
"men not only behave, but 'think* differently from women . . . boys 
use the right hemisphere when involved in spatial concepts tasks 
. . . girls are more likely to activate both hemispheres indicating 
that spatial ability is more widely dispersed in the female brain" 
(p. E 5). Conrad Toepfer's (University of Georgia) and Richard 
Mills' (President of AASA) theory (McCormack, Springfield Daily 
News, 1980) discuss sex differences in terms of brain growth stages 
claiming that 
. . . between 11 and 12 years of age, which is the last 
half of the 10 to 12 brain growth stage, girls outgain 
boys 3 to 1 in brain growth. This reciprocates in favor 
of boys between 14 and 15, which is the first half of that 
last brain growth stage. . . . One of their concerns is 
that . . . despite the fact that women are innately more 
intelligent than men, boys outperform girls and men out¬ 
perform women about 3 to 1 in serious studies of the analy¬ 
tical and theoretical areas beginning in high school, and 
continuing into college and entering the professions, (p. 
7) 
Psychology Today (1970) also reports on the male and female differ¬ 
ences in the brain: "... women use both hemispheres of the brain 
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to understand emotions, while men rely primarily on the right 
women seem to have a small but significant edge in gaining access to 
the left hemisphere's information" (p. 23). If theories of sex dif¬ 
ferences in the brain become established and substantiated as "fact" 
then education for both sexes would have to change to accomodate the 
different learning styles of each sex and deal with the brain growth 
spurts of each gender. However, there are many theorists who dispute 
this argument of sex differences in the brain and feel there is no 
foundation to this theory. 
Domestic frame. Many problems arise in the domestic frame especially 
if the woman works outside of the home. Males have long been condi¬ 
tioned to believe domestic chores to be women's work. The working 
wife and mother finds herself juggling both the domestic front and 
the working world. Couples living together depend on each other for 
companionship, love, support, sharing of money, possessions, and 
home. They will have to work out their own balance of dependence 
(pp. 76, 79). Males have to work through accepting domestic respon¬ 
sibilities along with females. 
Social frame. Women in our society today have not received the en¬ 
couragement, opportunities, and incentives to develop their abili¬ 
ties, skills, and talents as men have. They find themselves in a 
subordinate position (p. 83). 
3? 
Working frame. Women still find themselves in traditionally "femi¬ 
nine" interest areas regardless of their particular talents or in¬ 
clinations. For example, 
women journalists report on weddings, flower shows and 
nursery facilities and away from the foreign and crime 
desks; women lawyers handle matrimonial cases and away 
from commercial and international law; women politicians 
toward consumer affairs. . . . some men actively dislike 
seeing women in positions of authority over them. (p. 114) 
Political frame. It is Barr's perception that western women have 
more opportunity to join the political scene but they "opt out" by 
declaring that "the majority of women are not able to tackle, or are 
not interested in tackling, economic and social problems on a large 
scale." Center of the road feminists maintain that "we cannot judge 
the political capacities of the majority of women until we have pro¬ 
vided an entire generation of growing girls with the same degree of 
encouragement and opportunity that boys customarily receive" (p. 
130). 
Language. In his book Sexism and Language Nilsen (1977) elaborates 
on the way in which sexism in language has been promoted in our so¬ 
ciety. He points out that words appear to have negative connotations 
when referring to women and positive connotations when referring to 
men. For example, "shrew" means a scolding, nagging, evil tempered 
woman, while "shrewd" means keen witted, clever, or sharp in practi¬ 
cal affairs; astute . . . business man, as interpreted by Webster's 
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1964 dictionary (p. 27). Nilsen uses the Armed Services as an exam¬ 
ple to demonstrate how "women's work" jobs have been masculinized in 
order to receive male acceptance (p. 30). 
Female jobs Male jobs 
Waitresses . Orderlies 
Secretaries  Clerk-typists 
Nurses  Medics 
Assistants  Adjuntants 
Cleaning up an area.Policing the area 
Schools. What happens in our schools? And, what are the schools' 
responsibilities in regard to sex stereotyping and/or discrimination? 
In regard to the latter, Dale (1973) emphasizes that "teachers and 
school systems have a special responsibi1ity to make students aware 
of the subtle ways in which discrimination is expressed" (p. 21). 
Hoyenga points out that "stereotypes can be seen in children's read¬ 
ers, in textbooks, in magazines, and on television programs and com¬ 
mercials" (p. 229). If it is true, as Nilsen stresses, that "chil¬ 
dren put their trust in the printed page more than adults do . . . 
and . . . much of what we do in school is based on building chil¬ 
dren's trust in books" (p. 161), then it appears that it is urgent 
that non-sexist literature and materials replace the ones presently 
used in our schools across the country. Although changes have taken 
place in our schools due to the awareness of parents and through fed¬ 
eral and state legislation, old habits are hard to die and differen¬ 
tial treatment for boys and girls still exists through curriculum. 
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activities, administration, budgeting, and explicit policies in the 
educational system either passively or actively. One key is teach¬ 
ers. It is teachers whom Sargent (1977) credits as playing "a major 
role in inculcating and supporting children's sex role values and 
standards (p. 395). Perhaps, we should look first at teacher grade 
assignments. 
Teachers. The practice has been that the majority of women teachers 
teach in the elementary grades and the majority of men teachers teach 
in the secondary grades. Would students benefit from having male 
teachers in the elementary grades? Bernstein observes that it is 
rare to see a man playing a nurturing, loving role as a teacher of 
very young children (p. 99). In regard to men who teach in elemen¬ 
tary schools, Howe comments that the male elementary school teacher 
is given the oldest children, the best classes, and watched for ad¬ 
ministrative talent (p. 100). Smith (1973) agrees that there should 
be more male teachers in the elementary grades and expressed his 
views in an article in Phi Delta Kappan where he states that the 
evidence showed that male students benefit from the effect of male 
teachers. Interestingly, he reports that "in cultures where schools 
are male dominated, it is the girls who suffer greater reading dis¬ 
abilities and general failure problems" (p. 703). An important fact 
is noted by Foxley: "students who never experience a male teacher 
in the lower grades have a difficult time believing that anyone but 
'mother's image' can effectively teach the very young" (p. 67). It 
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is apparent that both genders would benefit from a "healthy balance" 
of both male and female teachers throughout the grades. In regard 
to the secondary schools, Foxley described the organization of the 
secondary schools as reflecting a "microcosm of the stereotyping that 
exists in the larger society of the world of work." For example, men 
hold the decision-making positions and the instructional staff holds 
their appropriate role positions with women teaching home economics 
and literature and men teaching science, mathematics and industrial 
arts. 
World of work. Tradition (values, beliefs, customs, mores) is seen 
by Silver (1978) as keeping the status quo in regard to sex-stereo¬ 
typing and hampering women's entry into leadership positions. Silver 
projects that in the next ten to twenty years more women will break 
the barriers and enter higher level positions but the attainment of 
the highest level positions will be slow and limited (p. 27). Tradi¬ 
tion dies hard. The problem as seen by Bayes (1978) appears to be 
that "women are often perceived, and perceive themselves as unsuited 
for positions of authority" and because of their attitudes "... 
many capable women do not aspire to high level management positions" 
(p. 8). Sex-role stereotypical thinking by both men and women is 
believed by Schein (1978) to limit women's opportunity "to acquire 
or utilize work-related power acquisition behaviors" (p. 259). If 
superiors have biased attitudes toward women, then they are less 
likely to discuss openly their "strategies and tactics of operating 
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within their organizations with their female subordinates" (p. 265). 
Women find themselves excluded from many conversations and non-job 
related activities and they miss out on developing an informal com¬ 
munication system. Some men, according to Kanter (1979), retain 
traditional attitudes toward women simply because they have never 
experienced anything different (p. 156). On the other hand, some 
men are unfairly stereotyped and are accused of mistreating women 
simply because of their gender (p. 154). However, it is fact that 
sex-role stereotyping exists. Brown (1979) reports that it does 
impede the advancement of women into the higher level positions in 
our society, and women still hold their appropriate role positions 
as nurses, typists, clerks, etc. in the world of work. 
Predictions for sex-role equality. As previously stated, tradition 
dies hard. Women in their fight for gender equality have made pro¬ 
gress, but the road will continue to be long and hard for some time. 
Whether sex role stereotyping will always be with us or whether the 
future will bring about changes in the perceptions of people in re¬ 
gard to male-female roles remains to be seen. If changes do come, 
then many old "traditional" mores will belong to the past. Miller, 
in her book Toward A New Psychology of Women (1976), referred to 
Jung's theory of the hidden woman in every man and the hidden man in 
every woman (p. 79). Perhaps there is hope as society deems it ap¬ 
propriate for both genders to release their suppressed natural emo¬ 
tions and put an end to labeling these emotions as masculine or 
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feminine. 
Carolyn Bell (Epstein) predicts that in the future there will 
be compulsory marriage contracts which specify a husband and wife's 
division of labor, financial household arrangements, provisions for 
child care, and other arrangements. Bell perceives that there will 
be divorce and compulsory child care insurance to provide for the 
continued growth and development of a woman as an individual and to 
take care of raising the children (p. 131). 
Hoyenga made an enlightening statement regarding change. 
Only when people take a personal responsibility for their 
own behavior, and attribute failure to lack of effort, will 
they be able to persist in the face of prejudice, and man¬ 
age not only to achieve their own goal but also to change 
society's evaluation of that goal. Ironically, then, pre¬ 
judice (sex) should be understood as contributing to the 
failure of others, but prejudice must not be used to ex¬ 
plain one's failure, if change is ever to come. (p. 285) 
However, it should be noted that the proposed changes will require 
sweeping structural economic changes. Lack of effort is usually not 
the problem. 
Perceived Critical Characteristics in Leadership 
This section will discuss issues perceived by the literature to 
be critical characteristics in leadership. More specifically, this 
section includes issues such as the question of power, personality 
characteristics, leadership styles and types, the question of compe¬ 
tence, the situational climate, and women leaders in same or mixed 
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groups. 
A question of power. Power as defined by Kanter (1977) refers to 
the ability to get things done, to mobilize resources, to get and 
use whatever it is that a person needs for the goals he or she is 
attempting to meet" (p. 166). Power, or lack of power, said Nieva, 
not leadership style or leader personality, may account for the gen¬ 
eral negative reactions to females in leadership positions (p. 23). 
A position paper prepared by Schmuck (1976) for the National 
Conference on Women in Educational Policy Making suggests that women 
must learn about theoretical and practical power and how people in 
educational systems exercise power. Schmuck elaborates by stating, 
"new styles of power and leadership must replace the authoritarian 
and controlling ones which are prevalent today in education institu¬ 
tions" (p. 5). The typical power relationships in education insti¬ 
tutions are debilitating and "... power structures and leadership 
styles within the institution should change" (p. 7). She suggests 
that women should begin a serious study on power in the schools and 
gives as an example the fact that even among teachers, women teachers 
do not hold comparable power to men teachers. Men teachers usually 
are chosen to head committees or departments which might bring them 
a differential in pay, granted special favors, or asked to fill su¬ 
pervisory positions during emergencies simply because of their gen¬ 
der. Men teachers are seen as more capable of being in charge so 
are granted more power. Brayfield with regard to "power, states 
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that males have dominated and continue to dominate school boards, as 
they have most business concerns, and their historical pattern has 
been to keep the power in their own hands (p. 23). 
Neidig made the statement that "... women do not have a strong 
power base" (p. 8). Since they are the minority in leadership posi¬ 
tions they do not have a "power network" to draw from as men do. 
Power is drawn from political influences or sources, and the force 
and authority surrounding the leader. The subject of power, it 
seems, cannot be avoided when discussing leadership. The argument 
is that even when women are in leadership positions, they still do 
not have the power behind the title in the same sense that men have 
in the same position. Perhaps, this could be because they are not 
taken seriously in the position and have not had the past experience 
to build and draw from their "power base" structure. 
Personality characteristics. A person's personality characteristics 
and/or traits and how he or she reacts and interacts with others ap¬ 
pears to be an important factor in whether a person succeeds or fails 
in a leadership position. Dr. Allen Bosch, Academic Vice President 
of Western New England College (Bear, Springfield Daily New^, March, 
1982) warns against stereotyping men and women according to charac¬ 
teristics. He stresses the theme that "people should relate to each 
other on the job as humans, not male or female" (p. 18). However, 
males and females are viewed by society as having set personality 
characteristics. These set ideas about gender personality charac- 
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teristics serve to help or hinder women's ambitions to rise to top 
leadership positions. For instance, William Chafe in his book The 
American Woman (1972) states that "... women continue to exhibit 
behavioral characteristics that differ from those of men. Psycho¬ 
logical surveys indicate that girls are more likely to be ingrati¬ 
ating, dependent, sympathetic, and submissive than boys and have 
appreciably less achievement motiation" (p. 250). Barbara Welter in 
her book Dimity Convictions (1976) listed four cardinal feminine vir¬ 
tues as piety, purity, submissiveness, and domesticity (p. 21). In 
Phi Delta Kappan (1973) Celeste Ulrich describes female characteris¬ 
tics as "dependent, passive, fragile, non-aggressive, non-competi¬ 
tive, yielding, receptive, supportive, and emotional ly p 1 iable." 
Male characteristics are described as independent, aggressive, com¬ 
petitive, assertive, strong, enduring, courageous, active, disci¬ 
plined, and emotionally controlled" (p. 115). Unfortunately, society 
views the above lists of male characteristics as being more positive 
in dealing with the pressures of a leadership position than the list 
of female characteristics. This perception makes the leadership 
obstacles for women more difficult to overcome. 
There is a similarity between women seeking education adminis¬ 
tration positions and women seeking management positions in business. 
Perusing the literature on women in the broader world of work pre¬ 
sents a clearer perspective of women's struggle for credibility and 
acceptance in leadership positions in education admininstration. 
Many authors and researchers have formulated their own conclu- 
41 
sions regarding women and what characteristics they would need to be 
successful in leadership positions. In Women in Management (1978) 
Bette Ann Stead published articles from authors espousing their par¬ 
ticular findings. Marion Wood listed ten characteristics a woman 
should possess to be successful in management. They are competence, 
education, realism, aggressiveness, self-confidence, career minded¬ 
ness, feminity, strategy, supportive to an influential male(s), and 
uniqueness (p. 271). This could be interpreted to mean a woman has 
to be all things to all people in order to succeed. Some character¬ 
istics John Durkin listed were to have "an objective personality, 
abstract visualization, and a high English vocabulary" (p. 46). 
Margaret Fenn articulated that in many organizations certain posi¬ 
tions are strictly male due to the feeling that "women have been 
taught diagnostic skills but lack skills necessary to state problems, 
consider alternatives and make decisions" (pp. 31-32). John Minahan 
summed it up in his paper when he stated a "known myth": "men are 
conditioned to be leaders and managers. Women are supposed to be 
followers" (p. 36). 
Through observations, Brenner points out that personality char¬ 
acteristics and/or traits that are attributed to males are really 
found in both males and females who have obtained leadership posi¬ 
tions. Many of these traits developed through education appear to 
be more a function of the individual, regardless of sex, who strives 
for upper mobility positions. Individuals with different traits tend 
to display similar behaviors when placed in specific leadership sit- 
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uations. This could help us to understand a study presented by Loyd 
(1976) in which the personality characteristics of three groups of 
women educators were compared. Group I, women administrators. Group 
II, teachers certified or seeking certification in administration and 
Group III, women teachers. Teachers certified or seeking certifica¬ 
tion in administration (II) and women teachers (III) both tended to 
be more cautious in demonstrating any emotional expression than the 
women administrative group (I). Women administrators (I) and teach¬ 
ers certified in administration (II) appeared to be more venturesome, 
trusting, and more relaxed than the women teachers group (III). 
Teachers certified in administration (II) and women teachers (III) 
were more tough-minded than the women administrators (I). Perhaps, 
it could be assumed that the women administrators group had a higher 
level of self esteem having achieved their goal and were more confi¬ 
dent about themselves and/or their achievements. 
Personality characteristics and/or traits which may make a good 
leader in one situation, cautions Nieva, may not necessarily make a 
good leader in another situation (p. 7). A great deal of overlap 
seems to exist between the personalities of leaders and followers 
(p. 6). Females characteristically are associated with being con¬ 
siderate, supportive, and emotionally oriented. Males with being 
assertive, task oriented, and with initiating structure (p. 7). 
Nieva's research revealed that female leaders were not more emotional 
or less decisive, aggressive, or objective than male leaders. She 
does declare that considerate female behavior was more valued than 
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considerate male behavior, and male initiating behavior was more val¬ 
ued than female initiating behavior (pp. 21-22). Female leaders, 
according to Welsh (1979), were viewed as having better communication 
skills then men. Individuals (both male and female) who endorsed a 
liberal role for women were more likely to support women as managers. 
These individuals also scored high on measures of "self-actualiza¬ 
tion"; and in areas strongly associated as "man's domain," women 
were not as accepted by the majority of men (Welsh, 1978, p. 5). 
Pawlitschek's study indicates that education administration was con¬ 
sidered "man's domain." These barriers placed in front of women try¬ 
ing to excel may be a reason why women have directed their energies 
to more socially acceptable tasks such as child rearing, volunteer 
work, and other feminine occupations (Putnam, 1979, p. 9). Ms. 
Putnam's paper also stated that women who felt less independent were 
revealed as being more submissive (p. 21). Three clusters of per¬ 
sonality traits noted by Putnam are aggressiveness and dominance; 
self-confidence and self-esteem; and emotional control and sound 
judgement. All three clusters of personality traits are important 
for becoming an administrator, but only one, aggressiveness and 
dominance, causes much confusion to women leaders. 
Aggressiveness and dominance. In discussing aggressiveness, the 
meaning appears to differ depending upon which sex it was intended 
to refer to. An aggressive woman is described by Basil as demanding, 
assertive, and domineering; by Epstein as over-reacting and forward; 
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by Brenner (1977) as assertive and heavy handed. All these are neg¬ 
ative adjectives. However, aggressiveness used to describe a man 
means firmness and strength by Lynch; and self-initiating, having 
drive and fortitude by Woods (Putnam, p. 4). These are much more 
positive adjectives than those used for women. Attitudes of subor¬ 
dinates, peers, and superiors are of major importance for women in 
achieving legitimation in regard to leadership roles. Heller's 
(1979) findings confirm the existence of sex characteristic stereo¬ 
typing. Dominance is a more acceptable trait for male leaders than 
for female leaders. Any demonstration of excessive hostility is seen 
as a negative quality attributed to females leaders only, not to male 
leaders. Edwin Megaree (Konek, 1980) suggests that "men are not nec¬ 
essarily more dominant in characteristics than women, but women are 
more reluctant to assume leadership, particularly when the subordi¬ 
nate is male" (p. 64). Hennig's research of 1970 (Konek) confirms 
this observation: "Women tended to minimize authoritative exercise 
of power and maximize subordinate autonomy when learning through del¬ 
egation" (p. 64). When delegation in women is encouraged, the per¬ 
formance of females and males is essentially the same. When delega¬ 
tion is restricted, then female leaders become more cautious and are 
less likely to take liberties to act on their own unless so in¬ 
structed (Sashkin, 1971, pp. 474-475). 
Mirror, mirror . . . who is the fairest? In the field of education, 
Ueling's research (1973) reports that the only factor having any sig- 
nificance for hiring school administrators was "sex" and masculine 
traits were judged more desirable by both male and female respon¬ 
dents. Women, as well as men, perceived women administrators as 
less competent, less independent, less objective, and less logical 
than men. However, both males and females viewed men as lacking in 
interpersonal sensitivity, warmth, and expressiveness (p. 4). 
In a 1973 study by Schein, successful middle managers are per¬ 
ceived to possess characteristics, attitudes, and temperaments more 
commonly ascribed to men than women in general (p. 99). Schein re¬ 
peated this study in 1975 and concluded that it may be necessary for 
women to accept the male stereotypical characteristics as a basis in 
order to be successful in management in view of the "current organi¬ 
zational climate." Her results also imply that female managers are 
as likely as male managers to favor men in regard to making recom¬ 
mendations for promotions. She stated that even if the number of 
women in management increased it still may not significantly enhance 
the ease of entry of other women into these leadership positions (p. 
343). It appears that individuals of both sexes and levels of edu¬ 
cation and experience overwhelmingly preferred a masculine manager. 
In a study of women managers Banfield concluded that "women managers 
seem to have a well integrated personality, high level of self esteem 
and incorporated masculine characteristics into their personality." 
There have been changes in recent years in regard to sex equality, 
but Powell (1977) stated there still has not been a shift away from 
sex typing of managerial positions (p. 1). Society has not yet ac- 
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cepted the androgynous concept. 
Just how different are female leaders from male leaders. At 
this point it is deemed necessary by this examiner to present re¬ 
search findings indicating where male and female leaders were rated 
equally and showing little or no differences and research findings 
indicating some differences. 
No differences. There are few differences that exist between male 
and female leaders either in the way in which they perceive their 
(own) leadership behavior or in the way they rated themselves in 
their satisfaction with various aspects of their jobs (Barthol, 
1976, p. 180). 
The leadership styles of male and female supervisors as measured 
in terms of consideration and structure scales found no significant 
differences as perceived by their subordinates in Smith's study 
(1976). However, the male supervisors express a higher need for nur- 
turance and the female supervisors express a higher need for autonomy 
and social recognition. Female managers, in Parker's study (1976), 
do not perceive any significant differences between male and female 
managers. The male managers, as expected, rate highest in terms of 
masculinity traits. The female managers rate next highest in terms 
of masculinity traits. However, the female managers do not see them¬ 
selves as significantly less feminine than the female non-managers 
(p. 3133-B). Brenner concurs that there is great similarity between 
It is Butterfield's (1977) impression that male and female managers. 
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male and female leaders do behave about the same on the job, but wo¬ 
men appear to be evaluated more "harshly" than men by both males and 
females (p. 3). Other research by Howard (1975), Stockard, Cole, and 
Nieva agree that there appears to be little difference between male 
and female leaders in the performance of their duties. Nieva does, 
however, state that subordinates, regardless of sex, like supervisors 
who are considerate and employee centered (p. 22). 
Stead states that "women managers psychologically are not sig¬ 
nificantly different from male managers and they may possess even 
superior attributes and skills in some areas related to managerial 
effectiveness" (p. 22). 
In traditionally male-oriented leadership roles (West Point 
study) Adams and Hicks (1978) report that there are no significant 
differences between male and female leaders' self rating description 
scales on dimensions of consideration or structure scales (p. 438). 
Subordinates perceive female leaders as having more concern for the 
welfare of the troops, but both male and female leaders are perceived 
as equally capable of accomplishing tasks (p. 439). 
Research by Cochran involved schools with women principals. The 
findings are that in schools with women principals the teacher morale 
is equal or higher than in schools with male principals, and there 
are no differences between male and female principals' leadership 
abilities (p. 2). Women principals brought about productive behavior 
on the part of their teachers, and they speak and act more often as 
being representative of the group (p. 3). 
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Differences. EskiIson's findings reveal three main effects of sex 
in regard to leadership: (1) male leaders concentrate more signifi¬ 
cantly than female leaders on recognizable leadership behaviors; (2) 
female leaders demonstrate a greater performance of positive affect 
activity; and (3) female leaders appear to have less confidence in 
themselves as they are less likely to choose themselves as future 
leaders than the male leaders are. Both sexes display more directive 
behavior toward their own sex group. Eskilson concludes, "sex-role 
stereotypes do affect leadership performance. The context of leader¬ 
ship determines salience of sex role stereotypes in tasks situations" 
(p. 193). 
The results of Bartol's (1976) research confirm the hypothesis 
that the sex of the manager does affect how different managerial 
styles are evaluated. When employees were asked to evaluate mana¬ 
gerial behavior on scales in terms of consideration and structure, 
the females were evaluated more favorably on consideration behavior 
scales and the males were evaluated more favorably on structuring 
behavior scales (p. 452). The findings suggest that what is con¬ 
sidered effective managerial behavior for a male may not be effec¬ 
tive for a female (p. 452). 
Organizational theory and research, according to Stead (1978) 
"... has been heavily weighted toward the study of male society" 
(p. 189). Stead emphasizes that "organizational structures and pro¬ 
cesses are influenced by sex and . . . there may not be a difference 
in male and female leadership styles, but there may be a difference 
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in actual male and female leadership behaviors" (pp. 199, 230). Wo¬ 
men may exhibit different leadership behaviors with other women than 
they do with men (p. 231). Women tend to behave in a more accommoda¬ 
tive manner when in a leadership role. 
An important conclusion in Cochran's study is that women princi¬ 
pals are more effective in resolving conflicts with staff members 
than male principals are (p. 2). 
Summary. It seems that learning how to use and exercise power is an 
issue that women are not going to be able to avoid learning more 
about if they are to become successful leaders. Personality char¬ 
acteristics appear to be classified as feminine or masculine in our 
society, with the female characteristics having more negative conno¬ 
tations and the masculine having more positive connotations. Males 
are expected to demonstrate more aggressive-dominant behaviors, em¬ 
phasizing leadership attributes, while females are expected to dem¬ 
onstrate more submissive behaviors and nurturing attributes empha¬ 
sizing that of a helpmate. There is a controversy regarding the 
issue of whether women should emphasize male or female traits in 
order to be accepted in leadership positions (Putnam, p. 10). The 
literature points out that in order for a woman to be successful in 
leadership positions she would need male support and adopt some pre¬ 
ferred male characteristics. The picture is confusing for women 
since there does not seem to be any "hard" evidence that males are 
better administrators than women or that when women are given the 
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opportunity they do not perform as well as or better than men would 
in the same position. In fact much of the literature does state that 
many female traits such as consideration make for a more positive 
school atmosphere. 
Leadership styles and types. Personality characteristics and leader¬ 
ship style are related to each other in that they become intertwined 
and can merge together, one affecting the other. What makes a good 
leader or a poor leader? A study by Fiedler (Morgan) concludes that 
it makes no sense to speak of a good leader or a poor leader. "... 
there are only leaders who perform well in one situation but not well 
in another." What is important is that a proper match be made be¬ 
tween the leader, his style of managing, and the situation (p. 110). 
In this light it is necessary that the word "administration" be ex¬ 
amined. Administration (Morgan) whether in education, industry, or 
government refers to a human activity that involves four components: 
task, formal organization, work groups, and the leader (p. 8). 
The task of the organization is the mission or its purpose and the 
reason for its existence. In the school environment, this component 
is important in assessing the educational goals and philosophies of 
the school. Maccoby (1979) also speaks of the importance of defining 
an organization's mission. It does not appear that schools take the 
time to decide what their "mission" is to the students, parents, 
educators, and to society. 
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Formal organization is made up of a group whose members are differ¬ 
entiated as to their responsibility for accomplishing the group's 
purpose. 
Work group is made up of members of the school who are involved most 
closely with the principal in determining goals and direction of the 
school. 
Leader would be the principal of each school with a superintendent 
at the top. 
Ann Morgan states in her study that McGregor saw leadership as 
a relationship in much the same light as Fiedler did. Leadership 
included the characteristics of the leader; the attitudes, needs, and 
other personal characteristics of the followers; the characteristics 
of the organization (purpose, structure, nature of the task to be 
performed); and the social, economic, and political milieu (p. 28). 
The success or failure of the leadership style of the adminis¬ 
trator would depend partly on the dynamics of the situation the 
school system is involved in. For instance, Jane Conoley (Biklen) 
uses the example of a school building which is to be closed. In this 
case the teachers might prefer a leadership style which would utilize 
strong directive, confrontative competitive strategies to win (male 
leadership style), thus maximizing the chances that their building 
will remain open at the expense of another school building closing. 
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A "female's style," according to Conoley, would be more effective in 
situations where a group has internal conflict since "female style" 
is more accomodating and oriented toward social situations (p. 39). 
She stresses that "styles that are effective with some groups can be 
complete failures with others" (p. 39). 
Leadership style as used in this paper will be interpreted as 
per Bell ( 1973) to mean "the way one influences people to do things," 
or "the ability to influence others' behavior." Bell divided leader¬ 
ship style into five areas: goal setting, decision-making, feedback, 
conflict resolution, and empacation (p. 182). Empacation was a word 
Bell coined to encompass interpersonal communications, listening, 
trust, support, and empathy. Leadership style as viewed by Hollander 
(1978) referred to "personality characteristics of the leader which 
are typical across situations" (p. 4). This definition also has a 
place in this paper since personality characteristics and leadership 
styles are related, and it is difficult at times to tell where one 
begins and the other ends. 
Overall, society's experience with leaders has been with male 
models (Jenkins, 1978) so it is quite natural that acceptable leader¬ 
ship behaviors and styles are associated with men (p. 9). The ideal 
leader," according to Michael Maccoby (1979), "should bring out the 
best in people, supporting the ideal character of a particular cul¬ 
ture and historical period" (p. 17). Greenfield and Beam (Biklen) 
in their article, "Power and Opportunity in the Principalship" point 
out that their data suggest that in education "... an administra- 
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tive candidate must exhibit a style that does not create conflict and 
produce enemies. If she wishes to act as a change agent, she must 
develop strategies that will permit her to express innovative ideas 
without overtly condemning the status quo and those who maintain it. 
She must never lose her network of good relations with colleagues" 
(p. 52). 
Different writers have expressed their own thoughts and come to 
their own conclusions in regard to labeling leadership styles and 
types. According to Gerald Bell leaders are found in six personality 
types which he labels: The Commander, The Attacker, The Avoider, 
The Pleaser, The Performer, and The Achiever. 
The Commander has the need to control situations, is autocratic and 
domineering. 
The Attacker releases hostilities . . . avoids accepting responsibil¬ 
ity. Usually this type is hostile, rebellious, and defiant. 
The Avoider procrastinates and depends on others to lead. This type 
has a need to avoid falure, avoids risks, and is weak in self confi¬ 
dence. 
The Pleaser is overcaring and has a need to be accepted and have 
others like him. 
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—e Performer tries out new ideas. This type analyzes why he suc¬ 
ceeded or failed. Recognition is of prime importance to him. 
The Achiever is creative, goal oriented, problem centered. This type 
accepts feedback on his results, has high self confidence, and is 
self reliant. Bell rationalizes that most people are a mixture of 
the above types. However, he stated that the Achiever probably makes 
the most effective leader. Interestingly, throughout his book Bell 
uses masculine pronouns in referring to leaders, implying that lead¬ 
ers are masculine. 
Gibb (Morgan, 1974) states that leadership trait studies re¬ 
vealed that there is no consistent pattern of traits which charac¬ 
terizes leaders (p. 42). Four leadership styles presented by Fillen 
and House are discussed in Morgan's research. They are the Autocra¬ 
tic leadership, the Supportive leadership, the Instrumental leader¬ 
ship, and the Great Man (not Great Person) leadership. 
The Autocratic leadership exerts one-man rule. For example, a prin¬ 
cipal who has concern for task and production and has little interest 
in interpersonal relationships among the workers. 
Supportive leadership is when the leader endeavors to create a social 
climate in which each person will want to do their best. This leader 
solicits suggestions from members of the group and the general super- 
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vision of staff is not close. This type of leadership style has also 
been called participative or consultative leadership. 
instrumental leadership (middle of the road). This leadership style 
exhibits intellectual and rational behavior in controlling and coor¬ 
dinating the activities of staff. 
Great Man leadership is seen as the most effective style and posseses 
both instrumental and supportive leadership behaviors (p. 43). 
In discussing leadership style, Maccoby (1979) claims that three 
ideal character types of leaders emerged over the past two hundred 
years. He coined them the Independent Craftsman, the Empire Builder, 
and the Gamesman. 
The Independent Craftsman style flourished from the 18th Century to 
the Civil War. These leaders were self-employed, economically inde¬ 
pendent as farmers, craftsmen and small businessmen, and they had 
pride in their work. Ben Franklin described feminine traits as 
charity, love, kindness, compassion, tolerance, and generosity and 
these traits did not fit the description of "leader" in the male 
dominated society of this time period (p. 17). 
The Empire-Builder style covered a time span from post-civil war to 
the 1950s. This leadership style was considered by Maccoby to be 
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paternalistic. This style conveyed the message that the leader 
(father figure) knows and does what is best for all. It appealed, 
according to Maccoby, to immigrants and union members. The "leader" 
was domineering but protected his loyal employees or followers. It 
did not allow for ideas or input from employees or others. The 
"leaders" had entrepreneurial skills and the toughness to build in¬ 
dustries and survive in the competitive world (p. 18). Public school 
education probably could be classified as being under this type of 
leadership style since it could be considered an authoritative and 
paternalistic institution. In business and industry, workers, in¬ 
cluding women in great numbers, began to demand more rights and as 
time marched on they demonstrated their discontent with this type of 
leadership (p. 18). 
The Gamesman style began in the 1960s and continues to the present. 
Maccoby contends that this leader has become the dominant model for 
leadership in America. According to Maccoby, this leader could be 
described as adventurous, enjoying challenge, very ambitious, but 
fair and flexible. This style was modeled after J.F. Kennedy and 
represented competition, innovation, and enthusiastic team players. 
This leader controls by persuasion, enthusiasm, and seduction and 
does not give heavy and humiliating commands. The appeal is not to 
"responsibility or a sense of service, but to winning and a sense of 
glory" (1979, P- 19; 1981). This gamesman type of leadership style 
has also become outmoded for today's workers because of the changes 
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that have and are still taking place in society. It would appear 
that in public education, administrative leaders never entered into 
this Gamesman era along with business and organizations. Public ed¬ 
ucation remained lodged in the Empire-Builder (paternalistic) leader¬ 
ship style which was conducive to the 1950's. A whole segment of 
leadership change which took place from the 1960's to the present in 
business and industry never took place in education. 
Maccoby states that 
The American character is changing and many morale and com¬ 
munication problems are emerging which indicate a new model 
of leadership has to surface. [This new leader should bel 
... a leader who has concern for and resentment of wasted 
human potential and stand back and let others share the 
functions of leadership. They are prepared to defend their 
values against power. (1979, p. 22) 
Authoritarian-control ling style. People, according to Kanter (1977), 
when they begin their jobs without sufficient training or experience 
and are vulnerable and unsure of themselves regardless of their offi¬ 
cial authority are likely first to adopt an authoritarian-controlling 
leadership style (p. 204). Males (Haccoun, 1978) have a difficult 
time accepting female supervisors who use directive, authoritarian 
leadership styles (p. 126). For a woman, Jenkins explains, to adopt 
a male (authoritarian) style would be regarded as aggressive and un¬ 
feminine. On the other hand, female verbal and non-verbal style is 
seen as being emotional and deferential. In short, men tend to es¬ 
tablish a fixed dominance hierarchy which is difficult for a woman 
to enter no matter what style she adopts. 
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"Being tough," propounds Marshall, “setting standards and 
priorities, making demands, being critical, are behaviors necessary 
for administration but opposite to female socialization (experi¬ 
ences). . . . some male behaviors are expected (in women) for ap- 
pearance of competence in administration" (pp. 12, 14). in accor¬ 
dance with existing data, Frasher (1979) reports that, "the mascu¬ 
line model of authoritarian decision making and governance is neither 
particularly effective nor appropriate" (p. 8). Frasher specified 
that data supporting the value of women as administrators has been 
"ignored, submerged, and incredibly treated with skepticism" (p. 3). 
This "masculine confrontation style" has not worked effectively for 
males and this researcher agrees with Frasher in that it will doubly 
fail if universally adopted by females. 
Summary. When discussing leadership styles and types it should first 
be noted that most of the literature addresses leaders in terms of 
being "male." This in itself seems to support the ideology of lead¬ 
ers in our society being associated with the male gender. 
There were many leadership styles and types presented, however, 
they are not that far removed from each other except by the names or 
terms created for their category by their creators. 
Bell classified his leaders into six different classifications. 
Perhaps he felt more comfortable with this fine a division. Even he 
had to admit that leaders are probably a combination of all his cate¬ 
gories. Fi1 Ion and House also expressed a crossover between their 
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four leadership styles. Maccoby speaks of his leaders in relation 
to periods of time in history when a particular leadership style was 
prevalent and most effective. Overall, if all these leadership 
styles and types were placed on a scale, there would be an authori¬ 
tarian-controlling leader at one end of the scale, a middle-of-the- 
road leader, and a democrative leader at the other end of the scale. 
In conclusion, it seems that there is not a bad style or a good 
style of leadership. Each style is effective depending on the par¬ 
ticular situation. Perhaps the key is for the leader to learn to 
read the situation or working environment and relate to it in the 
most effective manner. It seems apparent that any leader who does 
not try to learn more about the internal climate of the institution 
or situation he is in charge of risks failure as a leader. 
A question of competence. Jane Berry (1975) remarks that "the young 
woman today need not feel that developing her competency as a woman 
must mean that she compromise her ideals in any area of life, whether 
it be wife and mother or as a career-oriented female" (p. 176). 
Women administrators are found to be competent, and "traditional 
feminine behaviors" are effective in dealing with school discipline 
problems (Louis Bach, Phi Delta Kappan, 1976). Bach explains that 
today's high school administrator should help students control them¬ 
selves; be attuned to the needs of others; be a good listener; have 
counseling skills; be firm, yet flexible; lead, but not dominate; and 
involve others. This, she implies, women are more adept at doing 
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than men (p. 465). 
In the Oregon Public Schools in research by Schmuck (1976) women 
administrators are viewed as being competent. 
Women principals were seen as more democratic and they had 
schools with more positive teacher, student and parent at¬ 
titudes toward education; a higher degree of professional¬ 
ism; and demonstrated superior student performance, (p. 
18) 
Schmuck suggests that changes will take place in education if men 
become teachers of the primary grades and if the segregation of 
teachers to certain grade levels in public schools was not deter¬ 
mined by the sex of the teacher. In situations where a female is in 
a leadership position over male subordinates, she feels that the fe¬ 
male leader would have to "demonstrate superior competence to gain 
the respect of her staff members ... a female would have to involve 
staff members in decisions . . . and could not slide by with the su¬ 
periority granted by her sex, as a man could" (p. 21). 
In a later study, Schmuck (1981) indicates two ways of measuring 
competence: demonstrated competence and perceived competence (p. 
121). She found no differences between male and female administra¬ 
tors in demonstrated competence. In regard to perceived competence, 
she states that women see themselves as performing competently in 
their jobs. 
In respect to the question of competency of women in higher ed¬ 
ucation, Rader (1976) emphasizes the fact that the characteristics 
and qualifications for administrative positions are the same for both 
males and females. They usually include a doctorate in higher educa- 
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tion, management and budgeting skills, sensitivity, ability to work 
with people, and creativity. The problem is that not many women are 
accepted into these positions and, if they were, they could bring 
with them the "feminine" qualities of "humanness and gentleness" 
adding another dimension to their office (p. 1). In the male domi¬ 
nated university setting, women acknowledge that they are "being 
advised to lower their expectations" with regard to upper mobility 
positions as reported by Marshall (1979, p. 18). Perhaps the univer¬ 
sity setting brings about what Maccoby describes as the paternalistic 
leadership style where "papa knows best in regard to daughter." 
Style of management and supervisory competence (not sex) are the 
most important factors influencing workers in research produced by 
Sheppeck (1978). It seems that sex-role stereotypes are less impor¬ 
tant in summing up the evaluations of supervisors than their actual 
behaviors. What is important for a successful leader to possess in 
data presented by Trinchese (1978) is the ability to deal with con¬ 
frontations and the responsibility to accept accountability for one's 
actions (p. 71). According to Butterfield, experience and education 
may be more important factors in leadership than sex. He also agrees 
with Sheppeck that sex may not be as important as it was. Stereo¬ 
types may still persist, but studies indicate actual behaviors of 
males and females on the job may be quite similar (p. 10). 
Competence, energy, industry, and sincerity are considered 
traits which make for effective subordinant managers, both male and 
female, in a study by Delatte (1979). The least valued leadership 
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characteristics are being self-evaluative, intellectual, and objec¬ 
tive. The most effective male managers are perceived as informed, 
respectful, emotionally stable, and achieving. The most effective 
women managers are perceived as typifying traits stereotypically 
masculine and described as prepared, accessible, forthright, and 
assertive (task-oriented traits). 
The theme regurgitated by and about successful women in leader¬ 
ship roles is ". . . these women don't want to just get by, they want 
to do an outstanding job. Competence and particularly knowledge of 
the company and the product, is by far the most important factor in 
the effectiveness of women as well as men" (Kanter, p. 136). Kanter 
contends that "... women must clearly demonstrate their competence, 
and when they have the attention of managers or customers (in educa¬ 
tion, administrators, school boards, parents) they must know what 
they are talking about" (p. 141). 
Most women who apply for administrative positions have creden¬ 
tials, years of teaching experience, and a high degree of self- 
confidence (Cochran, p. 4). At a 1981 Women's Conference, Elizabeth 
Ayres, Dean of Western New England College, (Bear, Springfield Daily 
News, 1981) stated that "Women must compete with men by being twice 
as good in the same job" (p. 18). Joan Beck, a Chicago Tribune col¬ 
umnist, printed a message from a report on the National Research 
Council for the Equal Employment Opportunity Commission, Washington, 
D.C. It appears to be very appropos here and worth quoting. 
Women are going to have to make it on their own on the job 
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... by guts, better education, drive, union support, as¬ 
sertiveness, networking, a realistic appreciation of their 
own abilities and with the eventual attrition of an old 
generation of sex-biased employers. (Hartford Courant. 
1981, p. All) —- 
Situational climate. CFK, Ltd. published a study (Phi Delta Kappan, 
1973) regarding school climate: ". . .a good climate makes it pos¬ 
sible to work productively toward important goals." This definition 
can apply for any setting. In the school setting, they define those 
goals as "academic learning, social development, and curriculum im¬ 
provement" (p. 1). The CFK, Ltd. committee listed eight factors that 
determine the quality of a school climate. They are respect for 
selves and each other, trust in one's confidence and in each other's, 
high morale, opportunities for input by all, continuous academic and 
social growth for students and teachers, cohesiveness in which all 
members should feel a part of the school, school renewal in which 
improvements are made with an absence of stress and conflict, caring 
about each other, and a feeling of knowing that others care about 
you (pp. 7, 8, 9). It would seem that this type of climate would be 
applicable to any work setting. This description of a good school 
climate appears to be one in which aspiring women could grow and 
develop into leaders in education. 
Situational factors in the work environment can account for a 
leader's behavior. For instance. Smith (1976) discovered that in 
the masculine work setting there is more of a need for structuring 
(tasks, distribution of work assignments, working environment) and 
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for consideration among employees than in the female work setting. 
Perhaps, men have more of a need for structure than women. As for 
consideration, this is perceived to be a feminine trait. Therefore, 
in a masculine setting men might tend to be less considerate of each 
other. So there are many factors which could decide the type of 
leadership style that would be effective in specific work settings. 
Smith states that the most important characteristic of a good leader 
is the ability to adapt his or her leadership style to the situation 
in which he or she is operating (p. 98). 
Studies by Smith (1977), Stockard, and Nieva corroborate the 
findings that women would be accepted as leaders in the field of 
education administration, yet they still tend to remain in a minor¬ 
ity in regard to these leadership positions. The questions remain 
whether or not the situational climate is such that the message com¬ 
ing through to women educators is not being transmitted or inter¬ 
preted by women as being positive or is it that women really do not 
want leadership positions in education administration? 
Kanter's (1977) study observed token women leaders in an organ¬ 
ization. She found that these women are labeled into four informal 
"role traps"--the mother, seductress, pet, and iron maiden. This 
study is presented because it demonstrates some insight as to the 
dynamics involved when women break with conventional stereotypes to 
assume leadership positions. They become entrapped in new "slots," 
thus putting women leaders into another frustrating position. 
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Mother role. The woman leader becomes "mother" to the men in the 
group who bring their private troubles to her, and she plays the role 
of the comforter (p. 233). 
Seductress. The woman leader is resented by other workers (espe¬ 
cially female) because she is seen as having an "in" with other 
leaders and may benefit more than they would. They have a hard time 
believing she got the job because of her administrative abilities. 
Men adopt the role of protector toward an attractive woman (p. 234). 
Pet. In this role, the woman leader is expected to admire the man. 
When she performs a "competent" task, she is fussed over and consid¬ 
ered precocious (p. 235). 
Iron maiden. Stereotyped as tougher than she is. Here a woman be¬ 
comes trapped in a more militant stance than she might otherwise have 
taken. Usually a woman leader in this role trap faces abandonment 
and isolation (p. 236). 
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Situational factors (Hollander, 1978) such as sex composition 
of the group, the type of task employed, the method by which a leader 
attains his or her status are all factors which affect successful 
leadership style (pp. 5, 6). The organizational climate as Putnam 
sees it is important in that the effective leader will alter his or 
her leadership style according to what the particular situation is 
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(pp. 6, 7, 20). 
Women leaders in same or mixed sex groups. It has already been es¬ 
tablished in this paper how the working environment or situational 
climate has an effect on leadership and the style of leadership. 
Another factor to further explore is what effect the same or mixed 
(sex) groups have in regard to women assuming leadership roles or to 
them being considered effective leaders. 
Uncomfortable with women leaders? Research exploring the ef¬ 
fects of the sex of the leader on hostility management of male and 
female members of self study groups was conducted by Pearlman (1977). 
This study involved twenty-two women and seventeen men with two male 
and two female consultants conducting these groups. More overt hos¬ 
tility was directed toward the male consultants and more covert hos¬ 
tility was directed toward the female consultants. It was implied 
that mixed groups (male and female) fear a powerful woman and when 
the groups were asked to rate their group leaders, the female group 
leaders were rated by their groups as being more inadequate in 
directing their groups than the male group leaders. 
Women leaders, stressed Stead "... are not generally accepted 
by the groups being led. The organizational situation as a whole 
tends to be non-supportive of female leadership" and neither males 
nor females appear to have a very high opinion of female leadership 
capabilities (pp. 235-236). Tyndall (1978) suggests that females 
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should become more competitive in mixed, male-female groups. He 
states that in mixed groups "males have allowed only the least 
threatening female to emerge" (pp. 18-19). Kanter (Putnam) states 
that "the presence of women in male groups increases the comaraderie 
of men which, in turn escalates her (woman's) discomfort with the 
situation (p. 25). All in all, it does not appear that men are 
comfortable (as yet) with women leading mixed groups, but neither 
are women. 
Dominance. Females with a high need for dominance are better 
able to handle team interaction, as specified by Barthol (1974). 
They are perceived as being more competent in guiding the team than 
are low need for dominance female leaders (p. 232). However, Schmuck 
(1976) perceived that even when a high dominance woman conforms to 
role prescription regarding leadership, she may defer to the role 
demands and avoid leadership behavior by appointing a man as leader 
(p. 5). It seems that women keep falling back to playing a submis¬ 
sive role. Schmuck perceives that females expect a man to make de¬ 
cisions (p. 20). 
Task oriented. Men, observed, Hollander (1978), exert their 
effort to succeed on tasks, while women exert more activity toward 
trying to create a positive group affect, and to achieve interper¬ 
sonal successes. In data presented by Sargent (1978), men ask for 
more task-relevant communication than females, females do not use 
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the positive social-emotional category of interaction any more than 
males do, and women rate female leaders higher than men rate them 
(pp. 7022-7023). 
In contrast to Hollander and Sargent, in a study by Lockheed 
(1979), the females in the all female groups are as task oriented in 
their behaviors as the males in the all male groups (p. 43). How¬ 
ever, in mixed groups, again, males emerge as leaders, probably be¬ 
cause "males" are assumed to be competent at tasks (p. 43). It is 
inferred by Eskilson (1976) that females who assume leadership roles 
in groups show intense involvement with the instrumental aspect of 
the group task, and they do not discard their deeply internalized 
obligation to provide for the emotional needs of other (p. 192). 
Lockheed (1979), the females in the all female groups are as task 
oriented in their behaviors as the males in the all male groups (p. 
43). In mixed groups, again males emerge as leaders, probably be¬ 
cause "males" are assumed to be competent at tasks (p. 43). 
Summary. This section on the dynamics of women in groups is included 
because it appears to be an excellent example of the confused and 
double messages which women who aspire to leadership positions face. 
What type of leadership style should women adopt to be accepted as a 
"leader"? Haccoun (1978) says it best when she suggests that females 
have to adopt styles consistent with the sexual composition of their 
work groups (p. 126). 
On one hand, the research states that both males and females 
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feel that the female led groups are inadequate; that there is little 
support for female leadership; and female leaders are not as accepted 
as male leaders. On the other hand, the data presented states that 
women rate women leaders higher than men rate them; in all female 
groups the females are as task oriented as males in all male groups; 
the female leaders involved with tasks still provided for the emo¬ 
tional needs of the groups and created a more positive group effect; 
and given encouragement, women performed the same as men. In other 
words, women are effective leaders. 
Now let us add more to the confused message given. Women with 
a high need for dominance are the most effective leaders. The sug¬ 
gestion is made that women should become more competitive since in 
mixed, male-female groups they let males emerge as leaders. On the 
other side of the coin, data presented revealed that groups fear a 
powerful woman and males appear to allow the least threatening women 
to emerge as leaders. Given this research on groups it is amazing 
that women ever succeed to leadership positions with all the (double) 
messages they have to interpret and the obstacles they have to over¬ 
come. 
Critical Issues Confronting Women in Education Administration 
This section will focus on issues determined through the review 
of literature to be critical regarding whether or not women pursue 
positions in education administration. 
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Interest in Administration 
Whether women are or are not interested in administrative 
positions appears to be related to sex role stereotyping which takes 
place early in life. Girls may experience confusion about their 
career goals since they are primarily oriented toward familial goals. 
Spence (1978) concludes that girls have problems articulating non- 
familial achievement needs (p. 84). For instance, males participat¬ 
ing in Spence's study indicate a higher interest in educational goals 
than females (p. 106). O'Leary's 1979 study indicates that "there 
was a willingness of both men and women to subscribe to . . . sex- 
role stereotypes" with regard to careers (p. 28). Self-awareness, 
emphasizes O'Leary, should be increased in order to minimize stereo¬ 
typic barriers to the aspirations of women pursuing careers (p. 28). 
Another variable with regard to administrative aspiration ap¬ 
pears to be teacher observation of administrative situations. Admin¬ 
istrative aspiration is a crucial issue to Howe (p. 100). Howe con¬ 
cludes that women teachers set their aspirations low, and beginning 
women teachers appear more likely to aspire to become principals than 
the more experienced women teachers. The experienced women teachers, 
seeing the difficult time women have trying to obtain administrative 
positions, just stop trying to pursue them (Thompson, Education Hor¬ 
izons, 1978-79). 
The reason given by Clement for women's low level of aspiration 
is that the socialization process for most women does not prepare 
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them to challenge men for administrative positions. She goes on to 
say "... competitiveness and ambition are not highly valued as 
womanly attributes. The same characteristics which result in low 
female achievement in other occupations seem to apply equally to 
education--the most feminine of professions" (p. 11). Howard claims 
that "women tend to place limitations on themselves in the adminis¬ 
tration hierarchy" (p. 27). She indicates that 51% of male beginning 
teachers surveyed state that they have aspirations to become a school 
administrator in contrast to 9% of the single women, 8% of married 
women, 19% of widowed, separated, and divorced women (p. 13). 
With regard to women who successfully obtain administrative po¬ 
sitions Robinson (1976) observes that once a woman becomes an admin¬ 
istrator there is an increased interest in pursuing an even higher 
office than the one she has obtained. In contrast. Paddock's 1979 
research on women principals does not bear this out. She indicates 
that women principals do not aspire for career goals higher than 
principal, yet male principals have higher aspirations than being 
principal (superintendent, assistant superintendent) (p. 6). 
Motivation is a factor that is closely related to the interest 
issue. Basil, in a survey to determine attitudes toward women in 
management, indicates that twenty percent of the companies surveyed 
think women lack the necessary drive and motivation to be successful 
and able to stand the pressures and tensions of management (pp. 11- 
16). Pfiffner (1976) stresses the importance of motivation for women 
seeking administrative positions. They must be motivated to apply 
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for the positions and to keep applying even when discouraged (p. 17). 
A study of women principals by Gross and Trask (1976) indicates that 
the majority of them are influenced or persuaded to become school 
principals by others (school administrators, other teachers, or fam¬ 
ily and friends). They state that they never felt a strong desire 
for the positions (p. 75). 
Professional Preparation 
Professional preparation involves taking relevant administrative 
courses, working for a degree in the area of education administra¬ 
tion, and gaining relevant experiences. Since women are a minority 
in school administration, it could be argued that few women have the 
necessary professional preparation to be effective in these posi¬ 
tions. In Marilyn Neidig's 1980 paper to the National Association 
of Secondary School Principals, she reported that one of the reasons 
that few women are found in administrative positions in education is 
that women are not perceived by society as being as capable as men 
or having the necessary skills needed to do the job of an adminis¬ 
trator. Men are perceived as being employed on merit and having 
"high standards" (competent, qualified, efficient, authoritative). 
Many people (school committees, teachers, parents) think that these 
"high standards" would have to be Towered if women are hired to as¬ 
sume administrative positions (p. 8). To change this picture of 
women administrators, she recommends that women become more visible 
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in decision-making offices* serve on committees for professional 
organizations, and serve on local boards of education. 
Degrees. Superintendents employing women principals describe them 
as highly qualified in educational background and in work experience 
(Robinson). Young (1976) reports that it is a popular myth that 
women rarely possess the education and certification required for 
administrative positions. Her evidence specifies that 56% of all 
master's degrees awarded in 1973 were awarded to women. She empha¬ 
sizes in her paper that women are qualified and certified for these 
positions. Smith (1977) declares that the majority of women princi¬ 
pals and assistant principals in Pennsylvania hold the necessary 
advanced degrees. Data presented by Paddock (1978) regarding women 
holding administrative positions in education documents that 33% of 
women superintendents hold doctorate degrees as compared to 12% of 
male superintendents. 
One reason women have attained doctorates in education, ex¬ 
plained Collins (1976), . . is that having such a degree makes it 
harder for [school] boards to ignore you, without one you're invis¬ 
ible" (p. 25). 
A comparative study (Paddock, 1979) of male and female high 
school principals revealed that fewer women than men principals 
majored in education administration. It also revealed that a larger 
percentage of women principals than men principals who completed the 
questionnaire are minority group members. It was interesting to note 
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that, according to this study, there are more minority women princi¬ 
pals than men principals. The minority status may be another issue 
to consider. 
Job satisfaction. It could be assumed that women do not aspire to 
administrative positions because they are content in their teaching 
positions and anticipate receiving little satisfaction in adminis¬ 
trative positions. However, it could also be assumed that women 
would like to become school administrators but lack the confidence 
to pursue such positions. The acquisition of confidence could become 
the key in the decision of women to acquire the necessary profes¬ 
sional preparation to pursue administrative positions. Whether or 
not women teachers perceive some job satisfaction from administrative 
positions is a question which appears to have been overlooked by many 
researchers. However, the literature has explored the question of 
job satisfaction with women who occupy school administrative posi¬ 
tions. 
Women administrators state that they hold great satisfaction 
with their jobs in a self-evaluation scale presented in Ohio to sec¬ 
ondary school women principals and assistant principals (Robinson). 
Women, commented Paddock (1978), indicate a higher job satisfaction 
rating for administrative positions than did men. In terms of the 
sources of satisfaction, they feel that job characteristics, daily 
duties, and responsibilities of the office were more important to 
them than the position, title, or salary (p. 19). Women principals, 
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in a 1979 study by Paddock, also exhibited greater job satisfaction 
than male principals, thus confirming her earlier study. However, 
women administrators do not seem to rate themselves high on job ef¬ 
fectiveness. Robinson (1976) reports that superintendents employing 
women principals generally perceive their job effectiveness higher 
than the women principals perceive their own job effectiveness. 
There could be many reasons for this, such as a lack of confidence 
in their own skills, perhaps women simply are more self-critical of 
themselves and their skills, or perhaps women strive to be perfect 
because of environmental forces surrounding them. 
Environmental Background 
The environmental background as used here encompasses the world 
in which peoples' values and mores are formed and in which they spend 
their daily personal and work life. Changing traditional value sys¬ 
tems is a difficult task. Patterns become set and change does not 
come easy. Lockheed (1975) states that simply equalizing educational 
opportunities for males and females would not alter the pattern of 
male leadership which is characteristic of this society. She finds 
that although female leadership is not modified in the presence of 
males, male leadership is modified in the presence of females; the 
males become more dominant (p. 129). The solution, as Lockheed sees 
it, is for the sexes to be temporarily segregated in the learning of 
identical skills in order to correct this problem (p. 130). Women 
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have been taught to "lower their expectations" in regard to careers 
and achievements and not to pursue things beyond their reach. This 
learned pattern of behavior inhibits women's advancement to adminis¬ 
trative positions (Deaux-Kay, 1978, pp. 24-25). 
Role models. "There is a scarcity of role models . . . without role 
models, an increase in women administrative applicants seems un¬ 
likely," emphasized Nieborer (1975, p. 99). For many women, their 
only female role model is their mother, few of whom hold leadership 
positions (Diamond, pp. 78-79). Foxley expresses "... the balance 
of the sexes in staffing ... is restrictive in providing role mod¬ 
els for the students. Students who never see a woman in leadership 
positions have a hard time believing that women can be leaders" (p. 
67). Similar views are also expressed by Niedermayer, Barr, Weaver 
(1978), Trinchese, and Kanter (1979). Niedermayer states that the 
time for action to change this picture is now. Within the past few 
years much emphasis has been focused on women's changing role in our 
society. Women's Educational Equity Act (WEEA) projects have been 
instrumental in promoting the image of women in all phases and types 
of work, from manual work to corporate leader, in an effort to change 
the public's stereotypical view of women. They have been successful 
in creating new female role models for the female public to emulate, 
however, their effort is still a beginning. WEEA's awareness pro¬ 
grams and conferences are financed by federal grants with one of 
their goals being a more equitable hiring system with all benefiting 
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(Schmuck, 1981, p. 4). 
Perceptions and reactions. One of the arguments heard against hiring 
women is that both men and women teachers resent working for a woman. 
Howard's data produces no evidence that men resent a woman being 
their immediate superior or that women do not like working for other 
women (pp. 24-25). Behavioral research, according to Pawlitschek, 
favors women in administrative roles. Persons who have experienced 
working in schools headed by women favor women principals (p. 108). 
Kanter (1977) discovered that in corporations women are eased 
into people-handling positions like personnel because it is believed 
that "... their emotional fine tuning . . . was more appropriate 
than in decision-making functions" and personnel staff is considered 
the "social workers of management" (p. 25). According to McCarthy 
and Zant (Phi Delta Kappan, 1980), the majority of women in education 
administration are also employed in "people positions." These posi¬ 
tions are Central Office positions, i.e.. Curriculum Specialists, 
Special Education Directors, Pupil Personnel Directors, and not in 
Principalships or Superintendent positions (p. 462). These "people 
positions" do not have the responsibility of caring for school build¬ 
ings, or constructing new buildings or new roofs, furnace problems, 
larger budget and financing problems and larger staff. 
Preferences for male administrators. On the other hand, Suzzanne 
Taylor's research of 1971 (Phi Delta Kappan, 1973) confirms the 
78 
belief that men are preferred to women in leadership positions, even 
though research shows that women make good administrators (p. 124). 
Pawlitschek found that the results from attitudinal surveys continue 
to show preferences for male administrators (p. 108). It appears 
that experience or lack of experience with women leaders is an im¬ 
portant variable in the acceptance of women administrators. 
School administrators are viewed by the public as males. Foxley 
refers to Grambs and Waetjen's 1975 writings which state, "there is 
a reverse stereotype which identifies all administrators as males." 
The principal is seen as ". . . the ogre male principal who stands 
ten feet tall and is ready to inflict swift punishment on some shiv¬ 
ering culprit" (p. 65). This image is difficult to erase from the 
minds of both the public and female teachers. The perplexing problem 
is, on one hand, a society clinging to the "male" authoritative image 
that does not allow for general input, and, on the other hand, a so¬ 
ciety demanding that changes be made in school systems. This appears 
to be a "Catch 22" situation. The question is, will society allow 
women to enter the administrative hierarchy and attempt to change 
this image? Another question to be answered is, will women in admin¬ 
istrative positions make a difference? 
Case for women. In an article, "The 'Weaker' Sex Has An Edge, in 
The American School Board Journal (June 1976), Neil Gross (University 
of Pennsylvania) and Anna Trask (Educational Testing Service) report 
that women outperform men as elementary school principals. The rea- 
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son given is that women go to their positions as administrators with 
longer experience as teachers (p. 15). Longer teaching experience 
gives women administrators a positive relationship to the profes¬ 
sional performance of the teachers working in their buildings. 
Teachers indicate, their work environments were more conducive to 
maintaining or striving for high standards of performance" (Gross, 
1976, pp. 173, 1977). Baron (1976) asked males and females in man¬ 
agement training programs for whom they would rather work, a male or 
a female. All members of the program agreed that women who are sure 
of themselves and have confidence in their abilities are as easy to 
work for as men (pp. 11-12). 
The vast majority of the sample population of adults in an 
Oregon study by Stockard approved of women being school administra¬ 
tors (p. 9). It is suggested that public resistance to women assum¬ 
ing school administrative positions has been over-estimated. How¬ 
ever, "respondents were more likely to approve of women being ele¬ 
mentary principals than secondary principals" (p. 9). Smith's 
Pennsylvania study (1977) reveals that both the school community and 
the community in which female administrators work are accepting of 
them. A Catholic school study by Cole dealing with the perceptions 
of leader behavior of male and female administrators asserts that 
females are accepted and perceived to be as competent as male admin¬ 
istrators. 
The above research favors women in administrative roles; how¬ 
ever, Bayes cautions that a woman could have difficulty exercising 
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authority in areas which are seen as "inappropriate to her sex role," 
such as in predominately male work settings. Biklen and Brannigan 
(1980) also mention that women might have difficulty being seen as 
fiscally responsible, effective in disciplining boys, and in other 
"male" duties and areas. In two research studies by Judith Smith 
(1977, 1978) women principals are seen by local superintendents as 
being weak in budget preparation. However, the women principals did 
perform better than satisfactory in all other aspects of their duties 
(p. 119). 
Younger vs. older women. Women administrators, in an Ohio study of 
secondary school women principals and assistant principals, were re¬ 
ported by Robinson as becoming administrators late in their careers. 
The majority of women administrators are older, married, have chil¬ 
dren over fifteen years of age, and have not been in their adminis¬ 
trative positions for a long period of time. An investigation by 
Pancrazio in Illinois also reveals that women administrators tend to 
be older, with more experience, and earn lower salaries than their 
male counterparts. Pfiffner notes that women assume administrative 
positions later in life, at an average of forty years plus (p. 7). 
The majority of women principals and assistant principals in Smith s 
Pennsylvania study (1977) are around forty-nine years of age and most 
had worked in a school system before age forty. A comparative study 
of male and female high school principals discovered that women prin¬ 
cipals are older than male principals with the average age for fe- 
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males being fifty and for males forty-four. 
Support/Encouragement 
Do more women teachers than men teachers sense a lack of support 
or encouragement from administrators, teachers, parents, students, 
and community with regard to their pursuing or assuming administra¬ 
tive positions? Statistics demonstrate that a significant number of 
female teachers do not hold administrative positions (Young, p. 3). 
Pawlitschek documents that women do not receive encouragement from 
superiors to prepare them to apply for administrative positions. 
There are many things that happen to women who pursue administrative 
positions. This section will discuss some of the barriers and 
feelings amibtious and motivated women endure. 
Queen bee syndrome. Some women who have had a difficult struggle 
gaining a leadership position become possessive of their position 
and are determined to stay there. They become reluctant to help or 
give encouragement to other women, probably fearing the competition 
or becoming jealous of their position and liking their lone woman 
status (Diamond, Education Horizons, 1978, p. 62). 
Isolation-feedback. Women administrators indicated (Nieboer, 1975) 
that they receive little to no positive feedback or reinforcement for 
their leadership effort (p. 99). What is most irritating for women 
82 
in administrative roles is isolation (Winslow, 1977). There is an 
absence of colleagues with whom to share problems, seek advice, and 
receive feedback. Women are isolated by their minority status. 
Lack of support. The lack of support from co-workers tends to have 
two injurious effects. First, women are "diverted from exploring and 
expressing their needs." The need to explore, achieve, or succeed 
in a role not considered feminine could present problems. Miller 
implies that these "needs could threaten terrible isolation or severe 
conflict, not only with men, but with all our institutions as they 
are arranged, and equally important, with their inner image of what 
it means to be a woman." Second, "women are encouraged to 'transfer' 
their own needs" (p. 19). This means that women automatically fail 
because they never recognize their own needs. The lack of organiza¬ 
tional support is listed by O'Leary (1979) as one of the problems 
women face if they aspire for leadership positions (p. 29). 
Discrimination. Women pursuing upper mobility positions have indi¬ 
cated incidents of discrimination. Garland (1977) contends that 
biases against women do not stop after a woman has begun her career, 
but continue even after she may have established a superior perfor¬ 
mance record" (p. 33). Many women, who are properly certified in 
the state of Illinois, mentioned they are not interested in actively 
seeking administrative positions because they have been the victims 
of first-hand discrimination. They feel that their names have been 
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moved aside from the "certificated pool" from which new public school 
administrators are selected. The expectations of unpleasant encoun¬ 
ters involving discrimination account for a large number of women 
with administration certification failing to pursue administrative 
positions (p. 15). These women respondents indicate they also feel 
excluded from a communication network for job information and are 
dependent on word of mouth and local school bulletins. 
Depth of Commitment 
Are women teachers willing to make as deep a commitment to an 
administrative position as male teachers? In Young's 1972 survey, 
women respondents indicate they are finding alternative means of 
child rearing rather than abandon jobs and careers (Young, p. 3). 
She claims that it is a myth that women are not willing to make the 
necessary commitment to administrative positions. On the other 
hand, O'Leary's (1978) investigation shows that women are not seen 
as making "long-term" commitments to leadership positions (p. 2). 
Personal responsibilities. The argument that women have personal 
responsibilities of the home, family, and children is used by school 
committtees and administrators for not recommending women to adminis¬ 
trative positions. The established way of thinking is that these 
"personal responsibilities" create conflicts and interfere with women 
making full-time commitments to the duties and responsibilities re- 
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quired of leaders in administrative positions. In effect, women are 
seen to experience role conflicts. 
Truett's (1979) definition of having a role conflict is when 
individual needs clash with normative standards and/or institutional 
expectations. She refers to three types of role conflicts faced by 
women administrators: personality conflicts, role-personality con¬ 
flicts, and role-role conflicts, defining them as follows: 
Personality conflict occurs when aspects of an individual's per¬ 
sonality are in conflict with other aspects of that same individual's 
personality. 
Role-personality conflict is the belief that women do not pos¬ 
sess personality traits necessary to perform the role expected of any 
administrator including that of an educational administrator. 
Role-role conflict is the belief that women cannot handle two 
or more roles simultaneously (p. 7). Truett claims that "Women who 
do work out these role conflicts are most likely to be the true 
'cream of the crop' and provide outstanding leadership sorely needed 
in the field of education administration today" (p. 13). 
Women administrators in Robinson's inquiries perceive home- 
career conflicts as definite constraints in their career progress. 
Data introduced by Terborg (1977) reveals that women have difficulty 
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shedding the role of housewife or mother, and various role conflicts 
develop that may limit women who are unable to cope effectively with 
these conflicts (pp. 647-664). Women, declared Larwood, are per¬ 
ceived as having a conflict between the role of career woman and 
woman as a domestic homemaker, wife, and mother (p. 24). Family 
responsibilities is an issue which Palley (1978) indicates alters 
the career patterns of many women administrators (p. 9). 
Geographic mobility. Are women willing to make a commitment to an 
administrative position if a geographic locational move is indicated? 
Here again the data conflicts. A factor in not hiring women as man¬ 
agers is the inability of women to relocate geographically. This 
seems especially true for older women (Basil, pp. 52, 54). This 
could be due to the fact that older women may have established homes, 
families, and roots which may be difficult for them to separate from. 
The lack of geographic mobility is mentioned as deterring women from 
administrative positions in Krchniak's 1978 study (p. 15). Krchniak 
indicates that women lack the aspiration to commit themselves to ad¬ 
ministrative positions if a move is involved. In Palley's study, 
lack of geographic mobility is a hindrance to women administrators 
and family responsibilities is given as a reason (p. 9). 
On the other hand, Robinson's research reports that women admin¬ 
istrators were willing to change residence for even higher adminis¬ 
trative positions. 
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Issues of Absenteeism and the Fear of Failing 
Absenteeism. Are women absent from work more often than men? Absen¬ 
teeism is seen as another reason for not hiring women as administra¬ 
tors. Being absent makes workers seem unreliable. 
With regard to the issue of women being absent from work more 
than men due to illness, injury (including childbirth and pregnancy), 
Howard cites Public Health Surveys to dispell this belief. "A United 
States Civil Service Commission study of sick leave records showed 
little differences between male and female workers" (p. 23). 
Fear of failing. Do women not apply for administrative positions 
because they fear they might fail as administrators? 
Neidig presented the issue of fear of failing as one reason why 
women are not more aggressive in obtaining administrative positions 
(p. 4). Many women feel that if they do not do an outstanding job 
in an administrative position and make some mistakes, then they would 
not be allowed to continue in that position. Without support from 
their colleagues (other administrators, teachers, school board mem¬ 
bers) they would be programmed for failure. Men, on the other hand, 
are viewed as being capable and are employed on merit. They would 
be allowed to "make mistakes" and try again. They are freer to use 
failure experiences as learning tools to make them more proficient 
in their positions. Women are not allowed to use failure as a learn¬ 
ing or developing experience (p. 6). If men fail, they fail as indi 
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viduals. If women fail, they could jeopardize opportunities for 
other women. 
Marilyn Johnson (Biklen) presents the view that women might fear 
success. The reason is that women might try to avoid success for 
fear of being rejected and being seen by others as less than feminine 
(p. 175). 
Summary and Conclusion 
As noted earlier, a lopsided curve with regard to women leaders 
in education administration prevails: the majority of classroom 
teachers are women and the majority of school administrators are men. 
This is corroborated by many researchers, including Bernstein, Howe, 
Smith and Foxley. The dynamics behind the scarcity of women in edu¬ 
cation administration are very involved and not easy to unwind. 
The schools have a responsibility to promote change. They rep¬ 
resent a micro-society which trains young people in the formative 
years of their lives to set the patterns and mores for the larger 
society they will enter when they leave school. Our society is com¬ 
mitted (at least verbally) to the maximum development of each indi¬ 
vidual's talents and equal opportunity for all regardless of sex, 
race, religion or economic class. Therefore, schools have a respon¬ 
sibility to elevate women to leadership positions in order to develop 
their talents and provide role models as examples for both male and 
female students; then, when students leave school and enter the world 
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of work, they would be judged on their individual talents and skills 
(not their sex) and be able to compete on an equal footing with men 
for leadership positions. 
Some educators argue that changing patterns of female scarcity 
in administrative positions requires a new attitude toward female 
traits and personality. The cultivation of androgynous traits is 
being looked at as an answer to combat many problems faced because 
of sex stereotyping in today's society (Irvine, 1980). Since females 
are often viewed as powerless, a frequent complaint of many women 
administrators is that they do not have the "power" behind their 
title that their male counterparts do, a perception corroborated by 
Schmuck (1976), Kanter (1977), Nieva, and Neidig. Public acceptance 
of male-female androgyny could be a beginning in stripping away sex- 
role stereotyping of women. But, Irvine states, "Androgyny is not 
the much heralded solution to problems associated with a sex-role 
description and sex-role stereotype. Masculine traits are valued, 
feminine traits are interpreted by some androgynous persons as a neg¬ 
ative dimension of their personality" (pp. 11-12). In particular, 
males are less liberal than females . . . about the appropriate soci¬ 
etal role for women and women's appropriate occupational role (p. 
12). 
A suggestion for change is stated by Sizelmore (1973). She 
feels that women should organize into pressure groups. In this way 
they could support women who attempt to achieve. She remarks, how¬ 
ever, that "It is difficult to get women to act as a group," (p. 5). 
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Many women feel that "groups" typify aggressiveness and shy away from 
them. Still others may fear the loss of their job or blacklisting. 
Women, Sizelmore stresses, should be more aggressive in pursuing 
their rights to fill administrative positions for which their educa¬ 
tion and experience fit them. Before women can make a difference in 
education, they must first get the jobs (p. 4). 
CHAPTER III 
METHODOLOGY 
This study can be classified as descriptive or survey research 
since it is concerned with gaining information on personal and social 
facts, beliefs, and attitudes (Kerlinger, 1973, p. 422). Kerlinger 
explains that survey research is used to study populations by study¬ 
ing samples from the populations to "discover the relative incidence, 
distribution, and interrelations of sociological and psychological 
variables. . . . Sociological variables are classified as facts, 
opinions, and attitudes" (p. 410). These sociological facts are 
described as the attributes of an individual that come from their 
membership in a particular social group. In the case of this re¬ 
search, the variables include sex, age, the teaching occupation, de¬ 
grees, years in education, and environmental climate. Psychological 
variables include the opinions and attitudes of an individual and the 
actual behavior of that individual. The survey research is inter¬ 
ested in "what people think and what they do . . . [The] sociological 
variables are then related in some manner to the psychological vari¬ 
ables" (p. 411). Lehmann and Mehrens (1979) state that survey re¬ 
search concerns itself with the "nature and degree" of existing con¬ 
ditions (p. 81). Borg and Gall (1979) consider survey research a 
"method of systematic data collection" (p. 283). The method of data 
collection decided upon for this study was the mail questionnaire. 
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However, it is important to keep in mind the following: 
Descriptive research involves more than fact gathering and 
tabulation. It deals with the analysis and interpretation 
of the data which have been gathered for a specific pur¬ 
pose, for the understanding and solution of significant 
problems. (Best, p. 137) 
Design. A questionnaire was developed focusing on major factors and 
issues obtained from the review of literature which may contribute 
to the scarcity of women in education administration. The questions 
asked in the questionnaire pertain to major issue categories: inter¬ 
est in administration, professional preparation, environmental back¬ 
ground, support-encouragement, depth of commitment, absenteeism, and 
fear of failing in an administrative position. 
Some contingency questions are included in the questionnaires. 
Contingency questions, according to Hennerson-Morris (1978) "are 
questions whose asking is dependent on the response to a prior ques¬ 
tion" (p. 79). These questions make it possible for the population 
filling out the questionnaires to "skip questions that do not apply 
to them" (p. 79). 
Sample Population 
The subjects of this study are public school teachers belonging 
to the Massachusetts Teachers Association (MTA). The MTA supplied a 
random sampling of 251 teachers from their membership list throughout 
the Commonwealth of Massachusetts. Excluded from this selection are 
9? 
members who are not listed as education staff, such as secretarial 
and custodial staff and cafeteria workers. 
Each sample selection was coded with a number (001, 002, 003, 
etc.) in order to keep track of and follow-up on the non-return queS' 
tionnaires. The sample population was informed of the coding in a 
cover letter and assured that anonymity would be respected. The 
coding was used to solely make it possible to mail follow-up letters 
to the non-return sample population. 
Instrumentation 
The instrument used in this survey study was a mail question¬ 
naire. It was developed to focus on specific issues researched and 
presented in the review of literature which are thought to be criti¬ 
cal factors in deterring women away from careers in education admin¬ 
istration. It was necessary to develop an instrument since no known 
instrument is available that would have been appropriate in gathering 
information dealing with teachers' individual opinions and attitudes 
regarding educational administration and specifically toward women 
in education administration. 
A mail questionnaire was chosen in place of personal or tele¬ 
phone interviews for the following reasons: 
(1) The mail questionnaire has a higher probability of reaching 
the respondents (Dillman, 1978, p. 47). 
(2) A larger sample can be covered (Oppenheim, 1966, p. 32). 
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(3) Both Dillman (p. 73) and Oppenheim (p. 3) agree that the 
mail sampling method produces more accurate answers than 
the interview method. 
(4) Best (1979) states that the chief advantage of the mail 
questionnaire is that it is cheaper than personal inter¬ 
views and/or telephone interviews (p. 71). 
(5) Questionnaires can be examined at leisure by the respon¬ 
dents (Dillman, p. 17). 
The interview method was considered and did have the advantage 
of being flexible. However, the interview situation also had the 
potential to be biased if the interviewer transferred his or her own 
feelings in the interviewing situation (Oppenheim, pp. 31, 33). 
The major disadvantage to the mail questionnaire as pointed out 
by Dillman (p. 1), Oppenheim (p. 34), Best (p. 161), and Kerlinger 
(p. 414) is that the response rate can be poor. However, the overall 
strength of this particular survey study is that it involves teachers 
who share a common interest which is public education. Best suggests 
that the response rate has an excellent chance of being high or at 
least reasonable when the population has a common interest. This ex¬ 
aminer's perception is that teachers may have strong feelings (both 
negative and positive) regarding school administration and toward wo¬ 
men in school administration; she, therefore, predicted the response 
rate would be average to above average for this particular survey in 
strument. The questionnaire provided teachers the opportunity to ex¬ 
press their feelings regarding their interest in education adminis- 
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tration and toward women in school administration. 
Questionnaire. Developing a questionnaire required planning, pilot 
work, printing, sampling, addressing, mailing, and stamped, self- 
addressed envelopes for returns (Oppenheim, p. 32). 
The first questionnaire that was developed was open-ended and 
was used as an exploratory study, a process that was recommended by 
Dillman, as a step toward preparing for an eventual close-ended ques¬ 
tionnaire. The responses from this "pilot" questionnaire (Appendix 
III) provided the examiner with useful information which was used to 
develop a second questionnaire (Appendix II). This second question¬ 
naire asked the questions this examiner wanted to ask, but the ques¬ 
tionnaire itself looked too "jammed" in design. Therefore, the ques¬ 
tionnaire was re-examined to see what questions could be eliminated 
or reworded to get the same information with an uncluttered look. 
The first thing was to eliminate the "check boxes" provided for the 
respondents' answers. These boxes were replaced by a line to check 
or a number to circle, thus giving a cleaner appearance to the ques¬ 
tionnaire. Question 19 (Appendix II) stated, "Check all of the fol¬ 
lowing that would inhibit you from seeking an administrative posi¬ 
tion." This question was revised by removing all the "check boxes" 
and the numbers (1 to 15) of the factors; factor 9, Absenteeism rec¬ 
ord, was taken out of this list and rewritten as a separate question 
factor 13, lack of confidence in self, was eliminated because there 
were already two questions (6 and 7) that dealt with confidence. 
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Question 6 asked, "I have every confidence in my skills and abilities 
as a classroom teacher," and Question 7, "I have every confidence in 
my skills and abilities to be a school administrator." Questions 20 
and 23 were eliminated. Question 20 asked, "Do you see administra¬ 
tors in your school system with different styles of administration?" 
and Question 23 asked, "Do you think there is room for someone like 
you as an administrator in your school system?" Both of these ques¬ 
tions seemed to be leading questions which could offer no useful in¬ 
formation as was confirmed through pilot testing. Question 21 was 
revised and a Likert scale of 1 - 2 - 3 - 4 was used (Appendix I, Q. 
32). The trait factor list in the second questionnaire (Appendix II) 
was reduced from 32 to 14 in the revised questionnaire (Appendix I). 
The final question (Q. 22, Appendix II) was a write-in question which 
read, "Which traits do you feel you possess which would make you an 
effective administrator?" It was reworded (Appendix I, Q. 33) to 
read, "Which of the above traits do you believe you possess that 
would make you an effective administrator? Circle the number(s) that 
correspond to the traits listed above." The changes made in the re¬ 
vised questionnaire (Appendix I) gave the questionnaire a new appear¬ 
ance with room left over for teachers' comments for those who wished 
to do so. The final touch was to have the questionnaire printed in 
a color that would bring attention to it and yet be eye appealing. 
A very pale yellow or buff color was chosen and the questionnaire was 
ready for printing. 
96 
Pilot testing. Throughout each phase of developing the ques¬ 
tionnaire used in this study (Appendix I) pilot testing was neces¬ 
sary. The second questionnaire (Appendix II) was pilot tested by 
five volunteer teachers. They were asked to fill out the question¬ 
naire, mark any questions they felt might seem ambiguous to them, 
and to record the time it took them to fill it out. Any questions 
that were not clearly understood were rewritten and any questions 
that appeared irrelevant or repetitious were eliminated. Timing was 
important because if the questionnaire took too long, say over thirty 
minutes to fill out, then the returns might be poor. The revised 
questionnaire (Appendix I) was reorganized in format for clarity and 
repiloted on another five volunteer teachers. The projected time for 
filling out the revised questionnaire was between fifteen and twenty- 
five minutes. 
The purpose of the pilot testing was to make the necessary revi¬ 
sions in the questionnaire to insure that the information gathered 
would be useful and to determine a reasonable length of time to com¬ 
plete it. The pilot testing information was not used or included 
with the population sample in this study. 
Questionnaire structure. The final questionnaire consisted of two 
parts. 
Part I provided personal background and demographic information 
such as sex, marital status, dependents, age, ethnic identification. 
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degrees, years of teaching, subject or area in education, pupil en¬ 
rollment of the school system they work in, and their perceptions of 
how they view their environmental climate (community, school system, 
teaching staff, and themselves) using an indicator scale (progres¬ 
sive, middle-of-the-road, conservative, or other category). The 
other category was for the respondents to describe their perceptions 
in their own words should they choose to do so. They were also asked 
to identify positions held by women in their school system. 
Part II. This section consisted of questions pertaining to the 
respondents and their attitudes toward becoming school administrators 
and their attitudes toward women in school administration. The is¬ 
sues that these questions focus on are: 
Current, past, or future interest in pursuing careers in school 
administration. 
Influences of environmental climate (community, school system, 
teaching staff, and self) in accepting a woman administrator. 
Courses and degrees in school administration. 
Degree of confidence in self and perceived self-satisfaction in 
a school administration position. 
Past experiences with women administrators—role models. 
Support and encouragement from others to seek such positions. 
Depth of commitment to pursue such positions. 
Absenteeism hindering upper mobility movement. 
Fear of failing in an administrative position. 
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Other perceived hindrances in seeking administrative positions: 
Personal responsibilities 
Geographic relocation 
Teachers' perceptions of important characteristics or traits of 
a "good leader." 
Statistical Treatment 
The responses from the questionnaire are presented as both qual¬ 
itative and quantitative data. Qualitative data applies to informa¬ 
tion presented as frequencies in discrete categories and the "appli¬ 
cable statistical techniques" used in presenting them are percen- 
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tages, and chi-square (X ) tests. Quantitative data have "additive 
properties, equal intervals, and usually a zero point ". . . the sta¬ 
tistical techniques applicable to them for the purposes of this study 
are means and standard deviations, t-tests, and correlation coeffi¬ 
cients" (Oppenheim, pp. 254-255). 
Quantitative data. The t-test was used to compare the mean re¬ 
sponses of two groups (male and female) to determine if there is a 
difference between the means (Fitz-Gibbon, p. 42; Borg-Gall, pp. 427- 
428). The paired t-test was used to determine if the results from 
the two matched groups (male and female) are statistically signifi¬ 
cant (Fitz-Gibbon, p. 71). The Pearson correlation coefficient was 
used to express the degree of relationship between progressive and 
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non progressive teachers in their willingness to support women admin¬ 
istrators and also whether they felt their school system would sup¬ 
port them as well (BorgGall, pp. 475-478). 
Qualitative data. The chi-square (X^) test is a non-parametric 
statistical analysis and was used to determine whether two frequency 
distributions differ significantly from each other (Best, p. 278; 
Borg-Gall, p. 428). The level of significance was set at the .05 
p 
level. Chi-square (X ) tests are used when the research data are 
in the form of frequency counts that can be placed into two or more 
categories (Fitz-Gibbon, 1978, p. 122; Borg-Gall, p. 465). 
Simple percentages are used where necessary to identify areas 
of consensus. 
The open-ended and fill in responses of the questionnaire are 
recorded in terms of frequency for similar responses. Responses are 
also recorded in terms of direct quotations from teachers regarding 
their experiences, attitudes, beliefs, and thoughts (Patton, 1980, p. 
22). 
The data received from the questionnaire was coded and key¬ 
punched and the University of Massachusetts Computer Center was used 
to obtain the printed data analysis. 
Procedure 
The buff colored questionnaire was printed on two sheets, back 
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to back, totalling four pages, and was mailed to a random sample of 
251 teachers who are members of the MTA. Included in this mailing 
was a cover letter explaining the purpose of the questionnaire (Ap¬ 
pendix IV) and asking for cooperation in filling it out, and also 
guaranteeing the anonymity of the population involved. A stamped, 
return-addressed envelop was also included. 
The mailing was made at a busy time of the year. Thanksgiving 
weekend, Saturday, November 27th. Approximately one and a half weeks 
later, a reminder post card was mailed to the non-return sampling 
(Appendix V). The final reminder was mailed a week after the post 
card. This included a reminder cover letter (Appendix VI), another 
questionnaire, and a stamped, return-addressed envelope. A total of 
73% of the questionnaires were returned. Some respondents called 
personally for several reasons: requesting another questionnaire 
having misplaced the one sent to them, requesting that the survey 
information be shared with them, or wanting a guarantee that their 
names would not be used. 
Hypotheses 
This study assumes that the majority of women in education de¬ 
liberately remain in the classroom rather than pursue careers in 
school administration, therefore contributing to the scarcity of 
women in this field. 
More specifically, based on data from the review of literature 
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on women in education administration, the following hypotheses emerge 
regarding teachers' attitudes toward education administration and 
women in education administration. 
Hypothesis I. There will be no difference between male and female 
teachers on the issue of their interest in school administration. 
Hypothesis II. A larger percentage of male teachers will have ac¬ 
tively applied for administrative positions than female teachers. 
Hypothesis III. The majority of female teachers will indicate more 
confidence in their skills as classroom teachers than in their skills 
as potential school administrators. 
Hypothesis IV. Younger female teachers will indicate more interest 
in becoming school administrators than older female teachers. 
Hypothesis V. A larger percentage of male teachers will have taken 
more courses in education administration than the percentage of 
female teachers. 
Hypothesis VI. A larger percentage of male teachers will have 
degrees in education administration than the percentage of female 
teachers. 
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Hypothesis VII. Teachers perceiving a progressive indicator for 
their environmental climate (community, school system, teachers, 
self) will have the most positive responses for women pursuing ad¬ 
ministrative positions than teachers perceiving middle-of-the-road 
or conservative indicators. 
Hypothesis VIII. There will be no difference between male and female 
teachers citing a lack of support from administrators, school staff, 
students, parents, and community as deterrents to careers in educa¬ 
tion administrtation. 
Hypothesis IX. A higher percentage of male teachers than female 
teachers will indicate receiving more encouragement to apply for, or 
pursue, administrative positions. 
Hypothesis X. There will be no difference between the absenteeism 
rate of male and female teacher respondents. 
Hypothesis XI. There will be no difference between male and female 
teachers citing demanding commitment factors as reasons inhibiting 
them from pursuing administrative positions. 
Hypothesis XII. There will be no difference between male and female 
teachers on the issue of personal responsibilities being used as a 
reason for not pursuing administrative positions. 
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Hypothesis XIII. There will be no difference between male and fe¬ 
male teachers citing geographic or locational moves as inhibiting 
them from pursuing administrative positions. 
Hypothesis XIV. There will be no difference between male and female 
teachers citing the fear of failing in an administrative position as 
a reason for not pursuing such positions. 
CHAPTER IV 
PRESENTATION AND ANALYSIS OF DATA 
This chapter presents and describes the data obtained through 
the survey that was mailed to a sampling of Massachusetts Teachers 
Association members. The data is presented in two parts. The first 
part presents a summary of the returns and the demographic informa¬ 
tion regarding the respondents. The second part analyzes the data 
collected from the responses compiled from the survey. It concen¬ 
trates on addressing the hypotheses and includes both quantitative 
and qualitative data. 
Part I 
Summary of Returns 
The questionnaire was mailed to 251 teachers, randomly selected, 
who are members of the MTA. The returns are recorded as follows. 
Number Number Percentage 
Mailed Returned of Total Returns 
251 182 73% 
Out of the above returns 8% were non-usable and eliminated. 
Since this survey concerned white women in regard to pursuing posi¬ 
tions in school administration, all ethnic group questionnaires other 
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than Caucasian were eliminated (3%). Also eliminated were full-time 
administrators, higher education respondents, and refusals to parti¬ 
cipate. This left 163 or 65% of usable returns. This was considered 
an above average return since it was voluntary on the part of the 
respondents. 
Table 1 
Summary of Usuable Returns 
Responses Reported as Percentages 
Number of Percentage of 
Usable Returns Usable Returns 
(N = 163) (65%) 
Males 52 21% 
Females 111 44% 
Demographic Information 
This part of the survey presents pertinent information regarding 
the respondents. 
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Table 2 
Demographic Information Responses Reported as Percentages 
(N = 163) 
Males 
(N = 52) 
32% 
Females 
(N = 111) 
68% 
Marital Status: 
Single 16% 24% 
Married 80% 71% 
Divorced 4% 5% 
Number of Dependents: 
None 12% 61% 
1 to 3 60% 36% 
Over 4 28% 3% 
Age: 
Under 28 4% 4% 
29 - 36 33% 37% 
37 - 44 21% 23% 
45 - 54 27% 23% 
Over 54 15% 13% 
Highest Degree Earned: 
Bachelor's 31% 37% 
Master's 52% 52% 
C.A.6.S. 11% 7% 
Doctorate 6% 4% 
Grade Level Teaching: 
Elementary 21% 50% 
Jr./Sr. High School 58% 28% 
Ungraded 8% 4% 
Special Subjects 13% 18% 
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The majority of male and female teachers in this survey are mar¬ 
ried, with the next highest percentage being single, and the lowest 
percentage being divorced or separated. 
With regard to the number of dependents, the female respondents 
indicated 61% with no dependents. This above average percentage 
could be attributed to the possibility of the married respondents not 
counting any dependents since they perceive their husbands as usually 
counting the dependents in the family. Over half of the male teach¬ 
ers indicate they have one to three dependents. 
The highest percentage of male and female teachers are in the 
29 to 36 year old age group; the next highest is in the 45 to 54 
year old age group. The fewest teachers are in the under 28 year 
old age group. There seems to be a scarcity of younger male and fe¬ 
male teachers. This could be attributed to the present economic cir¬ 
cumstances of decreasing school enrollments, school budget cuts, and 
social negativism toward public education. Older teachers are stay¬ 
ing put in their jobs fearing loss of security in making a move; 
younger teachers seeing no future for themselves in public education 
under those conditions, leave the field. 
The majority of both male and female teachers have master's 
degrees; however, more male teachers than female teachers indicate 
that they have advanced degrees above their master's. 
As expected, the majority of female teachers are located in the 
elementary schools and the majority of male teachers are located in 
the secondary schools. 
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Subject area teaching. In regard to the subject area that secondary 
male and female teachers teach, the subject areas are divided into 
four categories: qualitative, quantitative, special, and vocational. 
Qualitative includes English, Social Studies (including history and 
geography). Language Arts, Foreign Languages, the Arts (Art-Music- 
Drama), and Reading and Study Skills. Quantitative includes Mathe¬ 
matics, Computer Sciences, Physics, Chemistry, and Science. Special 
encompasses Health programs. Alternative Education programs, Special 
Education programs. Physical Education, and specific programs such 
as METCO. Vocational includes Home Economics (foods-clothing, etc.). 
Industrial Arts (shop/drafting/mechanical drawing, etc.), and Busi¬ 
ness programs and courses. 
Table 3 
Secondary Subject Areas 
Responses Reported as Percentages 
Males 
(N = 32) 
Females 
(N = 42) 
Qualitative 38% 50% 
Quantitative 21% 12% 
Special 15% 26% 
Vocational 26% 12% 
A higher percentage of female teachers than male teachers teach 
qualitative and special subject areas and a higher percentage of male 
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teachers than female teachers teach quantitative and vocational sub¬ 
ject areas. The largest percentage of male teachers, however, teach 
qualitative subjects. 
Non-teaching assignments. Non-teaching assignment areas are divided 
into four classifications. They are Counseling, Director or Super¬ 
visor of Programs and Departments, Nurse, and Librarian. Counseling 
areas include any counseling assignment (School Psychologist, Pupil 
Adjustment Counselor, Guidance Counselor). The category of Director 
or Supervisor of programs or departments includes Department Heads 
and subject area coordinators. The assignments in this category were 
part-time administration along with regular teaching assignments. 
Nurse category includes school nurses or nurses teaching health or 
vocational nursing assistant courses. Librarian category includes 
school librarians or part-time teacher and librarian. 
Table 4 
Non-Teaching Assignments 
Responses Reported as Percentages 
Males 
(N = 6) 
Females 
(N = 15) 
Counselors 67% 47% 
Director, Supervisor (Part-time) 33% 20% 
Nurses - 20% 
Librarians - 13% 
no 
The largest percentage of both male and female teachers in non¬ 
teaching assignments are in the counseling field with men having a 
higher percentage than female teachers in this population. 
Years in education. The years of full time employment as teachers 
is presented in the following table. 
Table 5 
Years in Teaching 
Responses Reported as Median Years 
N 
(N = 163) Median Years 
Males 52 13.5 years 
Females 111 12.4 years 
There is very little difference between the median years males 
teachers and female teachers spent teaching in public schools. 
Pupil enrollment. Table 6 indicates the pupil enrollment of the 
school system the teachers are employed in. It is an indication of 
the size of the school system. 
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Table 6 
Pupil Enrollment of School Systems 
Responses Reported as Percentages 
Pupil Enrollment Males 
(N = 51)a Females. (N = 92)b 
Under 500 12% 13% 
500 - 4,000 71% 68% 
4,001 - 20,000 17% 16% 
Over 20,000 
- 3% 
One male respondent did not answer this question. 
19 female respondents did not answer this question. 
The highest percentage of both male and female teachers are in 
school systems with a pupil enrollment between 500 and 4,000. Twenty 
respondents did not answer the question on pupil enrollment. It can 
only be assumed that they did not know the pupil enrollment of the 
school system they are employed in. 
Environmental climate. The environmental climate in which an indi¬ 
vidual lives and works is unique in that there is a particular atmos¬ 
phere permeating from the environment that makes an individual per¬ 
ceive the setting as having certain standards, codes, and unspoken 
rules which can either inhibit or motivate the workers in their daily 
work lives. This examiner felt it was important to gather informa¬ 
tion regarding teachers' impressions and perceptions of the particu- 
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lar environment they live and work in. The intention is to ascertain 
if this could be a factor in influencing teachers in their support 
or lack of support for women to pursue administrative positions. 
Table 7 indicates the perceptions of teachers regarding commun¬ 
ity, school system, teaching staff, and teachers' own teaching phil¬ 
osophy. A scale of 1 to 4 was used and a value was set for each 
indicator: 
Scale Indicator Value 
1 Progressive 1 
2 Middle-of-the-road 2 
3 Conservative 3 
4 Other 4 
The "other" category was for those teachers who could not de¬ 
scribe their perceptions to match the indicators provided for them. 
The teachers were asked to circle the appropriate number using the 
scale (1 to 4). Table 7 is presented as percentages, means, and 
standard deviations. 
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Table 7 
Environmental Climate Descriptions 
Responses Reported as Percentages, Means, and Standard Deviations+ 
(M = 52; F = 111) 
Progres¬ 
sive 
Middle-of- 
the-road 
Conser¬ 
vative Other Means (s.d.) 
Community 
Climate: 
Males 21% 50% 29% -- 2.07 (.71) 
Females 12% 43% 45% -- 2.33 (.679) 
School System 
Climate: 
Males 25% 58% 17% -- 1.9 (.65) 
Females 17% 52% 30% 1% 2.14 (.699) 
Teachinq Staff 
Climate: 
Males 31% 50% 17% 2% 1.9 (.748) 
Females 20% 59% 20% 1% 2.0 (.66) 
My Teaching 
Philosophy: 
Males 46% 48% 6% 1.59 (.60) 
Females 49% 47% 2% 2% 1.55 (.628) 
+ Standard deviation in parentheses. 
The above table indicates that teachers, both male and female 
perceive and describe their environmental situations (community. 
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school system, teaching staff) as being from middle-of-the-road to 
conservative with women leaning more toward conservative and men 
leaning more toward middle-of-the-road. However, in describing their 
own personal teaching philosophy, both men and women describe them¬ 
selves as either progressive or middle-of-the-road. 
Women in education administration. Are there women in education ad¬ 
ministration positions? The respondents were asked to identify posi¬ 
tions held by women in their school systems. In Table 8, women ad¬ 
ministrators are placed into four classifications: Superintendency, 
Central Office positions. Elementary Principalships, and Secondary 
Principalships. The Superintendency category included Assistant 
Superintendents; Central Office positions included full-time Coordi¬ 
nators, Directors, or Supervisors of Programs such as Elementary or 
Secondary Education Coordinators, Curriculum Coordinators, Directors 
or Pupil Personnel, Special Education or system wide Director of 
Guidance. The percentage distribution is presented as follows: 
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Table 8 
Women in Education Administration 
Responses Reported as Percentages (N = 163)a 
N Percentage 
Superintendency 25 15% 
Central Office Administrators 71 44% 
Elementary Principalships 96 59% 
Secondary Principalships 29 18% 
a The number of respondents does not add up to 163 since more than 
one response could be checked or listed. 
As expected, the teachers report that there are more women ad¬ 
ministrators in elementary principalships and in central office posi¬ 
tions than in secondary principalships and in the superintendencies. 
The positions I would like to hold in administration are. . . . The 
respondents were asked to list any or all educational positions they 
would like to hold presently or in the future. The list they used 
includes administrative positions and other education positions. 
Table 9 represents only the administrative positions using the same 
categories explained above and used in Table 8. The purpose of this 
question is to determine if teachers' aspirations include holding 
administrative positions. 
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Table 9 
Administrative Aspirations of Teachers 
Responses Reported as Percentages (N = 163)a 
N Males N Females 
Superintendency 2 4% 9 8% 
Central Office Administrators 8 15% 23 21% 
Elementary Principalships 4 8% 10 9% 
Secondary Principalships 3 6% 7 6% 
a Respondents were not limited to one response. Responses recorded 
only represent those teachers who claim an interest in administra¬ 
tive positions. 
The number of teachers indicating an interest in administrative 
positions appears low. Only one-third of the male teachers and less 
than half of the female teachers show an interest in administrative 
positions. Both male and female teachers seem more interested in 
Central Office Administrative positions as their first choice and 
Elementary Principalships as their second choice. It appears that 
more women, however, are interested in superintendency positions than 
men teachers. 
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Part II 
Analysis of Responses to Questionnaire 
This section of the chapter presents and analyzes the responses 
to the questionnaire, focuses the answers to prove or disprove the 
hypotheses, and answers the research questions. 
The responses of both male and female teachers are reported in 
the following tables. 
Interest in School Administration 
One of the arguments of this study is that women teachers are 
not interested in pursuing careers in school administration. The 
following tables will deal with this argument through the responses 
received from the survey in this study. The respondents were asked 
to answer the questions using a Likert scale of 1 to 5 with a weight 
or value assigned to each number: 
Number Scale Assigned Weight or Value 
1 Strongly Disagree 1 
2 Disagree 2 
3 Uncertain 3 
4 Agree 4 
5 Strongly Agree 5 
The table (10) presents teachers' current, past, or future in¬ 
terest in school administration, and also, their perception of school 
administration as a satisfying career for them. The responses are 
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reported as means and standard deviations. 
Hypothesis I. There will be no difference between men and women 
teachers on the issue of their interest in school administration. 
Table 10 
Interest in School Administration 
Responses Reported as Means and Standard Deviations* 
(M = 52; F = 110)a 
Means (s.d.) T Value 2 Tail Probabi1ity 
Q. 13. School Administration is a field I am interested in pursuing. 
Males 2.5 (1.3) 
1.89 .061** 
Females 2.1 (1.19) 
Q. 14. I have had an interest in pursuing a career in school 
administration in the past. 
Males 2.98 (1.47) 
Females 2.7 (1.46) 
.94 .347 
Q. 15. I may have an interest in pursuing a career in school 
administration. 
Males 
Females 
2.76 (1.39) 
2.2 (1.29) 
2.52 .013* 
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Table 10, continued 
Means (s.d.) j Value 2 Tai1 
_ Probability 
Q. 17. A position in school administration would qive me a feelina 
of self-satisfaction. 
Males 2.88 (1.38) 
1-42 .159 
Females 2.55 (1.36) 
a One missing female response. 
+ Standard deviation in parentheses, 
df 161. 
*p < .05. 
** Approaching significance but n.s. 
The majority of both male and female teachers did not appear 
interested in administrative positions. However, more male than 
female teachers indicated an interest in this field. 
In regard to Question 13, slightly over two-thirds of the female 
teachers and half of the male teachers stated no interest in adminis¬ 
tration. In Question 14, 44% of the male teachers and 43% of the fe¬ 
male teachers stated a past interest in the field. Question 15, 31% 
of the male teachers and 19% of the female teachers stated they may 
have a future interest in education administration, male teachers 
demonstrating a significant difference from female teachers at the 
.05 level. More than half of the women teachers who had a past in¬ 
terest in administration changed their mind and lost interest. On 
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Question 17, 30/4 of the teachers stated they would receive some self- 
satisfaction from a position in school administration and 22% of the 
teachers were uncertain. There is, however, no significant differ¬ 
ence between male and female teachers perceiving that a school admin¬ 
istration position would give them any feeling of self-satisfaction. 
Question 16 asks, "Please briefly state some reasons why you are 
or are not interested in a career in school administration." The re¬ 
sponses appeared to fall into categories and are listed below. They 
are also separated as Male responses; Female responses; or Both, if 
both male and female teachers responded in the same way. 
Why I Am Interested in School Administration 
Want to work to change or improve schools in some way. 
Male: Increase teachers' effectiveness 
More control over quality of education students receive 
Female: Want part of the decision making input 
Want to make a significant impact 
Improve curriculum 
Would like to be more involved 
Would like to change: discipline policy, labor relations, 
provide role models, favor sex equity, put in new ideas, 
give some morale boosting, make school financially 
efficient 
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Confident in own leadership ability. 
Both: Have the ability to work with all ages and groups 
(race/sex) 
Male: 
Have the background and qualifications 
Feel I have something to contribute 
Female: Confident can do a good job 
Have the training and knowledge from working with students 
and teachers 
Motives involving advancement for self reasons. 
Both: Want advancement, satisfaction, challenging experience 
Better pay 
For a change of pace 
Male: For more authority 
Better job 
Female: Professional growth 
Why I Am Not Interested in School Administration 
Feel ineffective to make any changes. 
Both: Administrators have little power to delegate 
Administrators have little personal involvement with the 
students 
Male: 
Female: 
Have little control in management positions 
Could not employ skills and talents fully 
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Administrators are unaware of the day to day functioning 
in the average classroom 
Would have to maintain the status quo in administrative 
positions 
No motivation to pursue administrative positions. 
Both: No interest in administrative job 
Disillusioned with education administration 
Do not want pressures of job, hassles of job, paper work 
Too expensive: time and money for certification 
The poor image the community has toward educators and 
teachers--hard to fight 
Mixed feelings 
Male: School committee too powerful 
Do not need headaches and aggravations 
Female: Do not want to work with: town politics, parents, school 
committee, or do public relations 
Little rewards 
Women principals pushed out by males in my school system 
Non-gratifying occupation 
Have negative outlook about administration 
Negative past experience in administration position 
No space for creativity in administration 
Administration is removed and indifferent to needs 
Have other interests 
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Poor pay—no financial incentive—money is not commensurate 
with the responsibilities and demands made on administrator 
Was interested in the past-changed my mind 
Question their own leadership abilities. 
Both: Would feel uncomfortable in the position 
Do not want decision-making responsibilities 
Male: Have no degree in area 
Female: Think would get little support 
Don't have the confidence I would be hired 
Have a different philosophy than the school system 
Feel radical—feel am a non-conformist 
Fear speaking in public 
Lack of positions. 
Both: Proposition 2-1/2—no positions 
Female: No jobs in administration 
Lack of administrative opportunities 
Declining enrollment 
Education at this time is uncertain 
Content. 
Both: Prefer teaching 
Love the interaction with kids in teaching 
Enjoy teaching 
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Male: 
Content with present position 
Content with present lifestyle 
Have other interest than administration 
Female: Content with present administration 
Happy where I am and what I'm doing now 
Like personal involvement with students as a teacher 
Teaching is a more rewarding career 
Politics. 
Male: Difficult dealing with Finance Committee 
Administration is a political position now 
Female: Difficult dealing with town political appointees 
Too much politics in administration 
Political pressures--don't need them 
Personal. 
Both: Want out of education 
Male: Don't think system is open to women 
I'm too honest a person 
Have a second job—summer business 
Female: Family responsibilities 
Near retirement 
Don't want to make a geographic move 
Loss of friends 
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There are many reasons why teachers do not want to pursue admin¬ 
istrative positions. The incentives and motivations to pursue these 
positions seem to be few. These findings conclude that both male and 
female teachers in this population show limited interest in school 
administration nor is there a significant difference between them in 
regard to past interest and feelings of self-satisfaction in the 
positions. However, male teachers approach significance in current 
interest in pursuing a career in school administration but do not 
attain significance; also, male teachers indicate a significant dif¬ 
ference from female teachers in having some future interest in this 
field. 
Administrative aspirations. Table 9 presents the responses of male 
and female teachers to what positions they might like to hold now or 
in the future. The response rate to this question (Q. 12. b.) was 
low; however, a t-test was used to determine whether or not there is 
a significant difference between the means of the male and female 
teachers. Table 11 indicates that there is no significant difference 
between male and female teachers and their desire to acquire these 
administrative positions. 
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Table 11 
Administrative Aspirations of Teachers 
Responses Reported as Means and Standard Deviations-*- 
(M = 51; F = 110)a 
Means (s.d.) T Value 2 Tail 
Probabi1ity 
Superintendency 
Males 
Females 
.0385 (.194) 
-1.02 
.309 
.0818 (.275) 
Central Office 
Administrators 
Males 
.1538 (.364) 
- .83 .407 
Females .2091 (.409) 
Elementary 
Principalships 
Males .0769 (.269) 
- .29 .769 
Females .0909 (.289) 
Secondary 
Principalships 
Males .0577 (.235) 
- .15 .884 
Females .0636 (.245) 
a One missing male response. 
+ Standard deviation in parentheses, 
p > .05. 
Actively applied. 
Hypothesis II. A larger percentage of men teachers would have 
actively applied for administrative positions than women teachers. 
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The assumption was made that women simply do not apply for 
administrative positions. A t-test was used to determine if there 
is a difference between the mean responses of the male and female 
groups. 
Table 12 
Teachers Who Have Actively Applied for an Administrative Position 
Responses Reported as Means and Standard Deviations+ 
Q. 28. a. Did you ever apply 
for an administrative position? Means (s.d.) T Value 
2 Tail 
Probability 
Males (N = 51)a .3725 (.488) 
2.40 .018* 
Females (N = 111) .1982 (.400) 
+ Standard deviation in parentheses, 
a One male response missing, 
df 160 
* p < .05. 
There is a significant difference, less than the .05 level ac¬ 
cepting the hypothesis that more male teachers than female teachers 
apply for administrative positions at least for this population. Of 
those men and women who did apply for administrative positions, how¬ 
ever, there is no difference between them in the type of positions 
they applied for. None of the male and female teachers stated that 
they applied for a superintendency so that category was not included 
in Table 13. The positions they did apply for are divided into four 
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categories: Principalships; Director, Coordinator, Supervisory posi¬ 
tions of programs or departments at the building level; Director, 
Supervisor at the Central Office level; and an other category antici¬ 
pating that some teachers might include some positions that really 
could not be considered administrative even as a part time position. 
Table 13 
Positions Teachers Applied For 
Responses Reported as Percentages 
Males 
(N = 19) 
Females 
(N = 22) 
Principalships 26% 14% 
Building Level Positions 53% 64% 
Central Office Positions 16% 18% 
Other 5% 4% 
Raw Chi-square 3.10. 
4 df; Significance .5401. 
p > .05. 
The highest percentage of both male and female groups indicates 
they are interested in positions at the building level. The posi¬ 
tions noted are those of Department Head or Subject Specialist (Co¬ 
ordinator of English, Math, Reading, Languages), summer programs, 
women's or men's athletics (all of which are part-time administrative 
positions). The next highest percentage for men is the full time 
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administrative position of a principalship and for women the central 
office positions such as Special Education Director, Pupil Services, 
Coordinators of Elementary Education, and Title programs. 
Interviews. Of the teachers who did apply for administrative posi¬ 
tions, it was assumed that some were successful in obtaining inter¬ 
views and some did obtain some administrative types of positions as 
demonstrated by the following table. 
Table 14 
Teachers Who Have Obtained Interviews 
Responses Reported as Means and Standard Deviations+ 
Na Means (s.d.) T Value dfb _ 2kTa1.].. 
— Probability 
Q 29. a. Were you ever successful in obtaining an interview for an 
administrative position? 
Male 42 .3810 (.492) 
Female 83 .2530 (.437) 
1.48 123 .141 
Q 29. b. Were you successful in obtaining the position? 
Male 19 .2105 (.419) 
Female 34 .1471 (.359) 
.58 51 .564 
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Table 14, continued 
Nd Means (s.d.) T Value dfb 2 Tail 
— Probability 
Q 29. c. If No to "b," would a negative 
you from applying for another 
interview 
administrat 
experience deter 
ive position? 
Male 19 
.1579 (.375) 
Female 33 
.1818 (.392) 
.22 50 .830 
a There are many missing observations since only those who ever 
obtained an interview for an administrative position were to re 
spond to the above questions. 
b Degrees of freedom. 
+ Standard deviation in parentheses. 
£ > .05. 
In regard to Question 29. a. and b., there is no significant 
difference between the male and female teacher groups in either ob¬ 
taining an interview or obtaining an administrative position for this 
population. 
In Q. 29. c. there is no significant difference between male and 
female teachers being intimidated by a negative interviewing experi¬ 
ence. Question 31 presents "past negative interview experience" as 
a factor which the respondents could check if they view it as inhib¬ 
iting them from seeking administrative positions. Only 3% of the 
total (male and female) teacher population in this survey checked 
this factor. 
The respondents were then asked to explain their responses as 
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to a negative interview experience deterring them or not deterring 
them from applying again. Some of the reasons are listed below. 
Yesl Would Try Again 
Positive attitude. 
Male: Interview is regarded as rewarding learning experience 
One can expect all kinds of experiences in life 
Female: Motivated by negative responses 
Would persist if really want a position 
Times change . . .will wait for the retirement of tradi 
tional thinking people 
If interested, would try again 
Eventually the hard hats will retire 
Can't take rejection personally 
Have confidence in own abilities 
Would try again 
Would try again . . . but more complacent. 
Male: I understand the reasons for "other" choice 
If hired someone else . . . they must be more competent 
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No! Would Not Try Again 
Lack of confidence. 
Female: Rejection is difficult for me 
Not aggressive enough 
Not an assertive person 
Political. 
Male: Administrative positions are political . . . 
Only favorites are chosen 
Lack of motivation. 
Both: Lack the experience 
Lack the qualifications 
Feel administrators should have qualifications . . . don't 
have them 
Lack of positions. 
Both: There are no positions 
Male: Administrative positions are closed 
Other. 
Both: IIlness--health problems 
Near retirement 
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Content—no interest. In Question 31, "Content in present position- 
no interest" was listed as a factor which the respondents could check 
as a possible reason for inhibiting them from applying for an admin¬ 
istrative position. Fifty-seven percent of the total (male and fe¬ 
male) teacher group checked this factor. A t-test was done to com¬ 
pare the difference between the two group means. 
Table 15 
Content in Present Position 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 110) 
Means (s.d.) T Value 2 Tail Probability 
Male 
Female 
.5385 (.503) 
.5856 (.495) 
- .56 .574 
+ Standard deviation in parentheses, 
df 161. 
£ > .05. 
There is no difference between the male and female teacher 
groups in the degree of their contentment in their present positions. 
Confidence 
Hypothesis III. The majority of women teachers will indicate 
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more confidence in their skills as classroom teachers than in their 
skills as potential school administrators. 
This was measured by the answers to Question 18 (confidence in 
skills as a classroom teacher) and Question 19 (confidence in skills 
to be a school administrator). The respondents answered the ques¬ 
tions using a Likert scale of 1 to 5, 1 being strongly disagree, 2 
being disagree, 3 being uncertain, 4 being agree, and 5 being strong¬ 
ly agree. A paired t-test was done to determine if there is a dif¬ 
ference within the same gender groups between teachers' confidence as 
a classroom teacher and their confidence in becoming a school admin¬ 
istrator. 
Table 16 
Teachers' Confidence in Own Skills 
Responses Reported as Means and Standard Deviations+ 
n ,. M t a \ Difference t 2-Tail 
question Means (s.d.) Between Means Value Probability 
Women Teachers (N = 111) 
Q. 18. I have every 
confidence in 
my skills and 
abilities as 4.702 (.695) 
a classroom 
teacher. 
1.108 8.82 .000** 
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Table 16, continued 
Question Means (s.d.) QDjffere"ce 
Between Means 
t 
Value 
2-Tail 
Probabi1ity 
Women Teachers (N = 111) 
Q. 19. I have every 
confidence in 
my skills and 
abilities to 
be a school 
administrator. 
3.594 (.125) 
Male Teachers (N = 52) 
Q. 18. I have every 
confidence in 
my skills and 
abilities as 
a classroom 
teacher. 
4.576 ( .848) 
.7500 4.56 .000** 
Q. 19. I have every 
confidence in 
my skills and 
abilities to 
be a school 
administrator. 
3.826 (1.061) 
+ Standard deviation in parentheses, 
p < .05. 
** p < .01. 
The above table indicates that both the male and female teacher 
groups feel more confident in their skills as classroom teachers than 
in their skills to be a school administrator. According to this pop¬ 
ulation, the hypothesis is accepted that the majority of women teach- 
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ers appear more confident in their skills as classroom teachers than 
in their skills to be school administrators. 
To determine if there is a significant difference between the 
means of the male teachers and the female teachers on the issue of 
confidence, the following table (17) indicates that women approached 
significance at the .05 level in regard to having more confidence in 
their classroom teaching skills over perceived school administrative 
abilities but do not attain significance. 
Table 17 
Comparing Confidence of Male and Female Teachers 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Means (s.d.) T Value 2 Tail Probabi1ity 
Males .7500 (1.18) 
-1.66 .098 
Females 1.1081 (1.32) 
+ Standard deviation in parentheses. 
£ > .05. 
Younger versus older female teachers. 
Hypothesis IV. Younger female teachers will indicate more in¬ 
terest in becoming school administrators than older female teachers. 
This hypothesis is linked to the assumption that even though Robin¬ 
son, Pancrazio, Pfiffner, and Smith (1977) indicate that women in 
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administration are older it could be that more younger women than 
older women are initially interested in the positions but don't 
obtain them till they reach an older age. Questions 13, 14, 15 and 
17 were cross-tabulated with the women's ages. The women teachers' 
ages are categorized into five groups: under 28, 29 to 35 years, 37 
to 44 years, 45 to 54 years, and over 54 years old. For the purposes 
of simplifying Table 18, the 5 point Likert scale was reduced from 5 
to a 3 point scale. Strongly Disagree and the Disagree indicators 
were combined into one disagree scale; Uncertain scale remains the 
same, and the Agree and Strongly Agree indicators were combined into 
one Agree scale. The values of all the scales remained the same. 
Table 18 
Younger vs. Older Women Teachers' Interest in School Administration 
Responses Reported as Percentages (N = 110)a 
Under 28 29 - 36 37 - 44 45 - 54 Over 54 
(N = 4) (N = 41) (N = 26) (N = 25) (N = 14) 
Q. 13. School Administration is a field I am interested in pursuing. 
Disagree 50% 59% 73% 68% 93% 
Uncertain 50% 24% 19% 8% 7% 
Agree 0% 17% 8% 24% 0% 
Raw Chi-square 18.08; 16 df; Signficance .3192; £ > .05. 
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Table 18, continued 
Under 28 
(N = 4) 
29 - 36 37 
(N = 41) (N 
- 44 
= 26) 
45 - 54 
(N = 25) 
Over 54 
(N = 14) 
Q. 14. I have had an interest in pursuing 
administration in the past. 
a career in school 
Disagree 50% 54% 58% 40% 64% 
Uncertain 0% 2% 0% 12% 7% 
Agree 50% 44% 42% 48% 29% 
Raw Chi-square 17. 40; 16 df; Signficance .3602; £ > . 05 
Q. 15. I may have an interest in pursuinc 
administration in the future. 
! a career in school 
Disagree 50% 54% 73% 68% 93% 
Uncertain 50% 17% 8% 16% 7% 
Agree 0% 29% 19% 16% 0% 
Raw Chi-square 20.22; 16 d£; Signficance .2102; £ > .05. 
Q. 17. A position in school administration would give me a feeling 
of self-satisfaction. 
Disagree 25% 46% 69% 
CO
 
71% 
Uncertain 50% 20% 19% 24% 7% 
Agree 25% 34% 12% 28% 22% 
Raw Chi-square 18.55; 16 df; Signficance .2922; £ > .05. 
a One female response missing. 
The hypothesis was rejected, there is no difference between 
younger women and older women in regard to their interest in school 
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administration. The 29 to 36 year old age group contains the largest 
number of women teachers (41), and the under 28 year old age group 
the smallest number of women teachers (4). 
Current interest. In regard to Question 13, approximately two-thirds 
of the total population of women indicate they have no interest in 
school administration. The next to oldest age group (45 to 54 years) 
expressed the highest percentage of interest. These figures repre¬ 
sent no significant difference between age groups in regard to cur¬ 
rent interest in school administration. 
Past interest. The assumption was made that perhaps women had a 
past interest in administration but for various reasons they dis¬ 
carded this ambition. All the age groups indicate a higher level of 
past interest in school administration. The under 28 year old age 
group consisted of only 4 women and they were split, with half indi¬ 
cating past interest and half indicating no interest. The 45 to 54 
year old age group is the next highest with approximately half of 
this population followed by the 29 to 36 year old age group with 
just under half of this group's population. There are extremely few 
uncertain answers in regard to Question 14 (4% of the population). 
The final results demonstrate no significant difference between dif¬ 
ferent age groups of women and their past interest in school adminis¬ 
tration . 
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Future interest. What about future interest in school administra¬ 
tion? The assumption made was that younger women are ambitious and 
more likely to seek a future in this field than older women. Again 
the majority of women regardless of age scored highest in not being 
interested. The highest percentage of women interested is the 29 to 
36 year old age group with 29% being interested. However, there is 
no significant difference between younger and older women and their 
future interest in school administration. 
Self-satisfaction. The assumption regarding Question 17 was that 
younger women sense more of a feeling of self-satisfaction acquiring 
a position in school administration than older women. The findings 
indicate that over half of the total group of women stated that they 
would not feel any self-satisfaction with an administration position. 
The women in the 29 to 36 year old age group score the highest per¬ 
centage of interest and the 45 to 54 year old age group the next 
highest percentage. Again, there is no significant difference be¬ 
tween younger women and older women in regard to perceiving self- 
satisfaction in such a position. 
Courses and Degrees 
Courses. 
Hypothesis V. A larger percentage of male teachers will have 
taken more courses in education administration than the percentage 
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of female teachers. The question (Q. 24) is: How many courses in 
education administration have you taken? The respondents were asked 
to check. None, 1~3, 4-6, or over 6. Table 19 presents the percen¬ 
tage responses. 
Table 19 
Courses Taken in Education Administration 
Responses Recorded in Percentages (M = 52; F = 111) 
None 1 - 3 4-6 Over 6 
Male 54% 23% 8% 15% 
Female 66% 27% 3% 4% 
Raw Chi-square 8.335. 
3 df; Significance .039. 
£ < .05. 
As the table indicates, a larger percentage of male teachers 
than female teachers in the population surveyed took courses in 
education administration; therefore, the hypothesis is accepted. 
Degrees. 
Hypothesis VI. A larger percentage of male teachers will have 
degrees in education administration than the percentage of female 
teachers. The question (Q. 22. a.) is: At the present time, do you 
possess a degree in education administration? A yes or no response 
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was requested. 
Table 20 
Teachers Holding Degrees in School Administration 
Responses Reported as Percentages 
Male Female 
(N = 52) (N = 111) 
Yes 17% 8% 
No 83% 92% 
Raw Chi-square 3.05. 
1 df; Significance .0807. 
£ > .05. 
Male teachers appear to be approaching significance as the 
percentage is higher than the female teacher group but it is not 
enough to be a significant difference, therefore, the hypothesis is 
rejected. 
Other training. The possibility arises that perhaps teachers are 
not pursuing administrative careers because they might be investing 
in training in another field. Therefore, the following question was 
asked: Q. 22. b. Are you currently being trained in any field? 
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Table 21 
Teachers Being Trained in Any Field 
Responses Reported as Percentages 
Male Female 
(N = 51)a (N = 111) 
Yes 25% 19% 
No 75% 81% 
a One male response missing. 
Raw Chi-square .909. 
1 df_; Significance .3401 . 
£ > .05. 
Approximately one-fourth of the male teachers and approximately 
one-sixth of the female teachers are receiving some training in 
another field. The population that answered yes to this question 
(Q. 22. b.) was then asked (Q. 22. c.) what field they were being 
trained in. The responses are divided into four categories: 
1 - Other Education Certification (other than Administration). 
2 - Business (including computers, insurance, and any type of 
business training). 
3 - Human Services (including psychology, race and sex equity, 
social work). 
4 - Other (includes art, paralegal, architectural engineering, 
mi 1itary). 
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Table 22 
Fields Teachers are Training In 
Responses Reported as Percentages 
Male 
(N = 13)a 
Female 
(N = 23)a 
Other Education Certification 46% 44% 
Business 23% 26% 
Human Services 8% 13% 
Other 23% 17% 
a This only represents the number 
question. Missing observations 
of teachers who responded 
= 127. 
to this 
Raw Chi-square .39560. 
3 df; Significance .941. 
£ > .05. 
It appears that the highest percentage of men and women teachers 
still plan to stay in education but not to pursue careers in educa¬ 
tion administration. 
Ever aspire for degree. The following question was included to 
determine if the teachers completing the survey were ever interested 
in a degree in education administration. Q. 23. a. Have you ever 
aspired to pursue a degree in education administration? A yes or no 
answer was requested. The responses are recorded in the following 
table. 
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Table 23 
Percentage Responses From Teachers Regarding 
Pursuing a Degree in Education Administration 
N Males N Females 
Yes 20 39% 22 20% 
No 32 61% 89 80% 
Raw Chi-square 6.43. 
1 cff; Significance .011. 
£ < .05. 
The table represents a significant difference between male and 
female teachers. More male teachers than female teachers have as¬ 
pired to pursue a degree in education administration. This examiner 
is seeking a clue or reason(s) for why teachers are or are not inter¬ 
ested in a degree in administration. The following question was 
asked and the responses are listed below. Q. 23. b. Why or why not? 
(Briefly state your reason(s).) 
Why Have Aspired for a Degree in Education Administration 
To change or improve schools. 
Male: Have the expertise to change system 
Improve curriculum 
Improve teacher effectiveness 
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Provide viable atmosphere which enhances student learninq 
Female: Time for a change 
Have knowledge and need a new outlook on education 
Perceptions to change the system 
Self reasons. 
Female: Advancement 
Professional growth 
Promotion 
Pay 
Feel qualified 
Another qualified area in case of RIF 
Why Have Not Aspired for a Degree in Education Administration 
Lack of commitment. 
Male: Do not want to work summers 
Summer job 
Want summer vacations 
Female: Too busy with other things 
Have other interests 
No motivation to pursue, 
Male: Was interested in the past but changed my mind 
Would have to be compromising 
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No desire--no interest 
Have held administrative position in the past ... not 
interested now 
Was disappointed in not being selected for a position . . . 
won't try again 
Time and money reasons 
Female: Administrators are removed from the situation and never 
around 
Would be discouraged in an administrative position 
Waste of time and money reasons 
Was interested in the past, changed mind 
Disillusioned by education administration 
No desire—no interest 
Administration is boring 
Political. 
Female: Promotions political 
Traditionally past practice hirings have been political 
Content. 
Both: Interested in certification outside of administration 
Want advanced degrees in other academic areas 
Interests favor teaching 
Content with present position 
Female: Prefer direct contact with children 
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Personal reasons. 
Female: Family responsibilities 
Time spent bringing up children 
Illness and medical reasons 
Retiring 
Other reasons. 
Female: Lack of administrative position 
Proposition 2-1/2 
Want out of education 
Environmental Climate 
Hypothesis VII. Teachers perceiving a progressive indicator 
for their environmental climate (community, school system, teaching 
staff, and self) will have the most positive responses for women pur¬ 
suing administrative positions than teachers perceiving middle-of- 
the-road or conservative indicators. 
The respondents were asked: Q. 11. Please indicate your percep¬ 
tions of Items a, b, c, and d (community, school system, teaching 
staff in school system, and teaching philosophy) by circling the ap¬ 
propriate number using the following scale: (The scale used was the 
same described for Table 7, Progressive, Middle-of-the-road, Conser¬ 
vative, and an Other category). Five respondents used the Other 
category to describe their environmental climate. This category was 
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not given a number value and not included in Table 24. The number 
values assigned to the indicators are listed below: 
Scale Indicator Value 
1 Progress!* ve 3 
2 Middle-of-the-road ? 
3 Conservative 1 
Table 24 
Teachers' Environmental Descriptions 
Presented as Means and Standard Deviations+ 
Description N Means and Standard Deviations 
Community Climate 163 1.7485 (.6969) 
School System Climate 162a 1.9383 (.6751) 
Teaching Staff Climate 161 b 2.0435 (.6552) 
My Teaching Philosophy 161b 2.4596 (.558) 
a One response missing, 
b Two responses missing. 
+ Standard deviations in parentheses. 
The perceptions the teachers have of their own personal teaching 
philosophy lean more toward the progressive indicator; the percep¬ 
tions they have of their school climate and teaching staff are around 
the middle-of-the-road; and their perceptions of the community are 
the lowest mean recorded, below middle-of-the-road philosophy. 
The next step was to see how these same teachers feel about sup- 
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porting a woman who wants to become a school administrator and how 
they feel their school system would respond to a woman administrator. 
A Likert scale was used were the teachers were told to circle the 
appropriate number of the scale ane each number was given a value: 
Scale Indicator Value 
1 Strongly Disagree l 
2 Disagree 2 
3 Uncertain 3 
4 Agree 4 
5 Strongly Agree 5 
The responses are presented as means and standard deviations in 
Table 25. 
Table 25 
Supporting Women Administrators 
Responses Recorded as Means and Standard Deviations+ (N = 163) 
Means (s.d.) 
CO
 
•
 
O
'
 
I would be willing to give my support 
to a capable and competent woman aspirant 
4.5583 ( .8896) to an administrative position. 
Q. 21. a. It is my opinion that a qualified woman 
would have as equal an opportunity as a 
qualified man in being appointed to an 
administrative position in my school 
3.0429 (1.3579) system. 
+ Standard deviations in parentheses. 
Table 25 indicates that the majority of all teacher groups, 
whether they be Progressive, Middle-of-the-Road, or Conservative 
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thinking, strongly feel they would be willing to support a woman ad¬ 
ministrator. However, the majority of all teacher groups feel uncer¬ 
tain as to whether or not a woman would have as equal an opportunity 
as a man in their particular school systems. 
The final step was to determine if there is a relationship be¬ 
tween the philosophy of the teachers and their perceptions of their 
environmental climate in regard to supporting women administrators. 
This is demonstrated by implementing the use of Pearson's correlation 
coefficients in the following table. 
Table 26 
Correlation Coefficients of the Relationships Between Teachers' 
Philosophical Thinking and Their Perceptions of Their 
Environmental Climate in Supporting Women Administrators 
N Correlation Probability 
Q. 20. I would be willing to give my support to a capable and 
competent woman aspirant to an administrative position. 
Perceptions of: 
Community 163 -.0310 .347 
School system 162 .0161 .420 
Teaching staff 161 -.0525 .254 
My teaching philosophy 161 .0523 .255 
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Table 26, continued 
Correlation Probability 
Q. 21. a. It is my opinion that a qualified woman would have as eoual 
an opportunity as a qualified man in being appointed to an 
administrative position in my school system. 
Perceptions of: 
Community 163 .4420 
.001** 
School system 162 .3281 
.001** 
Teaching staff 161 .2632 
.001** 
My teaching philosophy 161 .0078 
.461 
£ < .05. 
** £ < .01. 
Table 26 indicates that there is no correlation between teach¬ 
ers' philosophical impressions (Progressive, Middle-of-the Road, Con¬ 
servative) of the environmental climate (community, school system, 
teaching staff, self) in which they work and the issue of personally 
supporting women in education administration, thus rejecting the hy¬ 
pothesis that teachers perceiving a progressive indicator for their 
environmental climate will have more positive responses for women 
pursuing admininstrative positions than teachers perceiving middle- 
of-the-road or conservative indicators. However, on the issue of a 
qualified woman having as equal an opportunity as a qualified man in 
being appointed to an administrative position in their school system 
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(Q. 21. a.), the picture is uncertain. Teachers' perceptions of 
their community indicate a moderate positive correlation; perceptions 
of school system indicate a weak to moderate correlation; perceptions 
of teaching staff indicate a weak correlation demonstrating some re¬ 
lationship between how the teachers perceive their environmental cli¬ 
mate and whether they feel women administrators would be accepted in 
their school system. There is no correlation between their percep¬ 
tions of their own teaching philosophy and the acceptance of women 
administrators in their school system. 
The reasons given for the above responses are: 
Why a Qualified Woman Would Have an Equal Opportunity 
in My School System 
Both: Women do have an opportunity in community 
Community is positive for women administrators 
Do have a woman Superintendent in system 
Male: O.K. to have a woman superintendent as long as she is 
capable, competent, and firm with children 
Community would not be against it 
Women: Past practice is for women 
Do have an Assistant Superintendent 
Do have an Assistant Principal 
Have two women Principals 
Have three women Principals 
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System has women administrators 
Do have woman Superintendent but she is having a difficult 
time 
Why Not a Qualified Woman in My School system 
Both: Past practice against women administrators 
Traditionally positions are male dominated 
Attitudes in system favors men 
System has stereotypical values 
Female: Question women being accepted or considered 
Men hold the top positions and women hold the minor posi¬ 
tion in my school system 
Feel the system is run by males 
Not many women in administration 
System replaces women administrators with men as the women 
retire or leave 
Too many men have seniority, women don't have a chance 
Feelings are negative regarding women administrators 
Have had negative experience with woman elementary prin¬ 
cipal 
Administration is anti-feminist . . . "Old boy network" in 
existence is based on dictatorial power 
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Political reasons. 
Both: Promotions political 
Town politics 
Depends on school committee in power 
Depends on mood of the times 
Political pressures 
Male: Women would be promoted if it would make the superintendent 
look good 
Female: Strong political power is against it (women administrators) 
Other reasons. 
Both: No women applicants 
No openings 
Female: Women are in administrative positions now 
Women do not have the desire 
Little turnover in system 
Don't know any reason qualified women do not have equal 
chance 
No qualified women applicants 
Women have no interest . . . 
Proposition 2-1/2 
Teachers who have worked for women administrators. It was assumed 
that many of the respondents are currently working or have worked for 
women administrators and, therefore, were asked the following ques- 
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tion: Q. 25. a. Have you ever worked for a woman administrator? 
Table 27 
Teachers Who Have Worked for Women Administrators 
Responses Reported as Percentages 
Response N Percentages 
Yes 120 74% 
No 43 26% 
Mean .736. 
Standard deviation .442. 
A large percentage of teachers have worked for women administra¬ 
tors. The teachers listed the positions these women administrators 
held and for purposes of the following table (Table 28), the posi¬ 
tions are categorized as follows: Superintendency (Superintendent 
and Assistant Superintendent); Principalships (Elementary and Secon¬ 
dary); Director, Supervisory, or Coordinator of Departments or Pro¬ 
grams at the building level (gifted, academic subjects, department 
heads) not full-time administrators; Director or Supervisor at the 
Central Office Level (full-time positions) including Director of 
Special Education, Pupil Personnel, Curriculum Coordinator, or Title 
Director, and an "other" category. 
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Table 28 
Positions Held by Women Administrators 
Teachers' Responses Reported as Percentages 
N 
(N = 117) Percentages 
Superintendency 9 8% 
Principalships 70 60% 
Building Administrators (part-time) 17 14% 
Central Office Positions 19 16% 
Other 2 2% 
The majority of women, as presented in Table 28, are visible in 
the principal ships, followed by central office positions, and part- 
time building administrative positions. Women are least found in 
Superintendencies. Forty-six teachers did not respond to this ques¬ 
tion. The probability is that they either never worked for a woman 
administrator or simply chose not to answer. 
Comparison of male and female administrators. Question 25. c. is 
directed toward teachers who have worked for a woman administrator 
and asks that the teachers compare their experience with the woman 
administrator with those of a male administrator in a similar kind 
of administrative position. They were to check their responses on 
the scale provided which ranged from "male more favorable' to fe¬ 
male more favorable," with the middle of the scale specifying "no 
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difference." 
Table 29 
Teachers' Comparison of Male and Female Administrators 
Reported as Percentages (N = 119)* 
Scale N Percentages 
Female Better 1 16 13% 
2 2 2% 
3 4 3% 
4 3 3% 
5 4 3% 
No Difference 6 50 42% 
7 7 6% 
8 8 7% 
9 11 9% 
10 2 2% 
11 11 9% 
Male Better 12 1 1% 
* 44 missing observations. 
Mean = 6.126. 
s.d. 2.857. 
The majority of teachers feel there is no difference between 
female and male administrators. The chart is interesting because 
slightly less than half of the population responded that there is no 
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difference. Then there is a scattering of responses away from the 
mean with a larger percentage of teachers feeling female administra¬ 
tors are better and a slightly lower percentage stating that male 
administrators are better. 
Support-Encouragement 
Lack of support. 
Hypothesis VIII. There will be no difference between male and 
female teachers citing a lack of support from administrators, school 
staff, students, parents, and community as deterrents to careers in 
education administration. 
The respondents were asked to check the factors (Q. 31) (under 
the heading "Perceived lack of support from . . .") that would inhi¬ 
bit them from seeking an administrative position. An "other" cate¬ 
gory was included for those who wished to write in an inhibition not 
included in the list. The very few who used this category gave var¬ 
ied reasons such as lack of support from school committee, political, 
friends and loss of friends, have to have husband's approval, poor 
pay, and job not challenging. 
The following table is presented as means and standard devia¬ 
tions. 
Table 30 
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Perceived Lack of Support as Factors Which May Inhibit 
Male and Female Teachers from Pursuing Administrative Positions 
Reponses Reported as Means and Standard Deviations+ 
(M = 51*; F = 111) 
Perceived 
Lack of Support From Means (s.d.) t-value n . Probability 
Administrators 
Male .1538 (.364) 
-1.64 .103 
Female .2703 (.446) 
School Staff 
Male .1538 (.364) 
.83 .410 
Female .1081 (.312) 
Students 
Male .0192 (.139) 
-1.02 .310 
Female .0541 (.227) 
Parents 
Male .0769 (.269) 
- .62 .536 
Female .1981 (.312) 
Community 
Male .0962 (.298) 
- .40 .693 
Female .1171 (.323) 
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Table 30, continued 
Perceived 
Lack of Support From Means (s.d.) t-value 2-Tail Probabi1ity 
Other 
Malea .0196 (.140) 
-1.00b 
.320 
Female .0541 (.227) 
Comparinq Total Means 
Male3 .5194 (1.027) 
.91b .363 
Female .7117 (1.246) 
3 Missing one male response. 
+ Standard deviation in parentheses, 
df = 161. 
b df = 160. 
j) > .05. 
The means of the women teachers are higher than the men teachers 
in all factors listed except for lack of support from school staff in 
which the men have a higher mean indicating this might inhibit them 
from pursuing these positions. However, the difference between the 
male and female teacher means is not significant, therefore, the null 
hypothesis of no difference is accepted. Perceived lack of support 
as reported by male and female teachers in the population surveyed 
cannot be cited as a deterrent for women teachers not to pursue 
careers in education administration. 
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Encouragement to pursue. 
Hypothesis IX. A higher percentage of male teachers will indi¬ 
cate receiving more encouragement to apply for, or pursue, adminis¬ 
trative positions than women teachers. 
It was assumed that men receive more encouragement than women 
to pursue administrative positions; the question asked was: Q. 27. 
a. Have you ever been advised or encouraged to seek an administrative 
position? A yes or no response was requested. The responses are 
listed in Table 31. 
Table 31 
Teachers Encouraged to Seek Administrative Positions 
Reponses Reported as Means and Standard Deviations+ 
(M = 51a; F = 111) 
Means (s.d.) t-value 2-Tail Probabi1ity 
Male .3529 (.483) 
.47 .638 
Female .3153 (.467) 
a One missing male response. 
+ Standard deviations in parentheses. 
£ > .05. 
Thirty-five percent of the male teachers and thirty-two percent 
of the female teachers state that they have received some encourage¬ 
ment to seek administration as a career. There is no significant 
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difference between male and female teachers in the amount of encour- 
agement received, therefore, the hypothesis is rejected. 
Encouragement received from. The next question asked who advised 
them to pursue an upper level position. The responses are divided 
into five categories: Superintendency (Superintendent and Assistant 
Superintendent); Principalships (Elementary and Secondary); Director, 
Supervisors, or Coordinators of Departments or Programs at the build¬ 
ing level; Director, Supervisor, Coordinator at the Central Office 
level; and an "Other" category. "Other" category includes fellow 
teachers, family, and friends. 
Table 32 
Sources of Support Received 
Responses Reported as Percentages 
N Males N Females 
Superintendency 4 21% 6 19% 
Principalship 7 37% 8 25% 
Building Level Admin. (Part-time) 4 21% 4 12% 
Central Office Administrator 0 0% 7 22% 
Other 4 21% 7 22% 
Raw Chi-square 5.316. 
df 4; Significance .2563. 
p > .05. 
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As the table indicates, there is no significant difference be¬ 
tween male and female teachers as to where the most encouragement 
comes from. 
Discouraged from pursuing. Because the literature mentioned that 
some women claim that they are advised to lower their expectations 
regarding pursuing an administrative position, this examiner chose 
to ask that question: Q. 26. a. Have you ever been advised to lower 
your expectations regarding an administrative position in a school 
system? A yes or no response was requested and the results are re¬ 
corded in the following table (Table 33). 
Table 33 
Discouraged From Pursuing an Administrative Position 
Reponses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Means (s.d.) t-value 2-Tail Probabi1ity 
Male .0769 (.269) 
-.62 .536 
Female .1081 (.312) 
+ Standard deviations in parentheses. 
£ > .05. 
Eight percent of the male and eleven percent of the female 
teachers were advised to lower their expectations. However, there 
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is no significant difference between male and female teachers. Of 
those who have been discouraged from seeking an upper mobility posi¬ 
tion, the following reasons were given to them. 
Reasons Given to Discourage Male Teachers 
Promotions given to town residents only 
Leadership in administrative jobs is weak—just passing the buck type 
of a job 
Too much politics involved 
Philosophy too progressive for system 
Past Principal was too tough an act to follow 
Reasons Given to Discourage Female Teachers 
Told no chance for upward mobility at present time 
Discouraged by administrator . . . told limited opportunities in 
district 
Indirectly got the message 
Discouraged from taking necessary courses 
Told have too many health problems 
Told have weak personality . . . wouldn't be able to make people 
follow orders, especially men 
Administration is a tough job and told would have problems keeping 
control 
166 
Women looked down upon when applying for administrative positions 
Told too progressive for system 
Must play politics to get the votes 
Must do political maneuvering 
No money to make position applied for full time 
Told to expect a no answer and not to take the first "no" 
Some of the remarks addressed to the women teachers reflect on 
the female stereotype of being "weak" and not strong enough for the 
position. No such type remarks were directed to the men teachers. 
Absenteeism 
Hypothesis X. There will be no difference between the absentee¬ 
ism rate of male and female teacher respondents. 
The issue has been that women teachers take more time out of 
school for a variety of reasons than male teachers do. The litera¬ 
ture does not bear this out. This examiner feels that this is an¬ 
other issue that continues to plague women who are trying to scale 
the ladder to upper mobility positions so the question was asked: 
Q. 30. How many days were you absent from work in the 1981-82 school 
year? The teachers were to fill in the days out. On perusing the 
responses, it is apparent that a couple of the male and female re¬ 
spondents had been out for long illnesses (almost the whole school 
year). These responses were eliminated and not included in the table 
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(Table 34) as they would not have presented a true picture. Some 
teachers refused to respond to this question, claiming that it is 
personal. Table 34 represents only the teachers who did respond. 
Table 34 
Number of Days Absent 1981-82 School Year 
Reponses Reported as Means and Standard Deviations+ 
N Means (s.d.) t-value 2-Tail 
Probability 
Male 48 4.2917 (4.381) 
-1.10 .273 
Female 108 5.0093 (3.449) 
+ Standard deviations in parentheses. 
£ > .05. 
According to the population of male and female teachers who re¬ 
sponded to this question, the mean for female teachers is slightly 
higher than that of the male teachers, but this difference is not 
significant, therefore, the hypothesis is accepted. There is no dif¬ 
ference between male and female teachers in the number of days absent 
from work. 
Commitment 
Hypothesis XI. There will be no difference between male and 
female teachers citing demanding commitment factors as reasons in 
168 
hibiting them from pursuing administrative positions. 
Teachers were asked to check the commitment factors that would 
inhibit them from seeking an administrative position. They are 
longer school hours, longer school year, budget and financing prob¬ 
lems and duties, becoming the target for blame when things go wrong, 
long and possibly frequent night meetings, accept the responsibili¬ 
ties for the larger problems for the school system, and time and ex¬ 
pense for administrative certification. 
Table 35 
Commitment Factors Inhibiting Teachers from 
Pursuing Administrative Positions 
Reponses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Means (s.d.) t-value 2-Tail Probability 
Longer School Hours 
Male .2692 (.448) 
.2793 (.451) 
-.13 .894 
Female 
Longer School Year 
Male .3654 (.486) 
.3243 (.470) 
.51 .608 
Female 
Budget and Financing Problems 
Male 
Female 
.2692 (.448) 
.2613 (.441) 
.11 .915 
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Table 35, continued 
Means (s.d.) t-value 2-Tai1 
Probability 
Target for Blame 
Male 
.1346 (.345) 
Female 
.1622 (.370) 
-.45 
.652 
Night Meetings 
Male 
.3462 (.480) 
Female 
.3514 (.480) 
-.06 
.949 
Responsibi 1 it.y for Larger Problems 
Male 
Female 
.0962 (.298) 
-.70 
.483 
.1351 (.343) 
Time and Expense of Certification 
Male 
.2308 (.425) 
-.30 .768 
Female .2523 (.436) 
Comparison of Male and Female Commitment Responses 
Male 1.7116(1.62) 
.19 .849 
Female 1.7659(1.72) 
+ Standard deviations in parentheses, 
df 161. 
£ > .05. 
In observing the means of the male and female teachers in Table 
35, the women teachers' responses are slightly higher in indicating 
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for larger problems of the system, time and expense for certifica¬ 
tion, and the total commitment issue. The male teachers responses 
are slightly higher for longer school year and budget and financing 
problems. There is no significant difference between the means of 
the male and female teachers and the null hypothesis of no difference 
is accepted for this population. 
Personal Responsibilities 
Hypothesis XII. There will be no difference between male and 
female teachers on the issue of personal responsibilities being used 
as a reason for not pursuing administrative positions. 
The teachers were asked to check personal responsibility and 
health factors if they perceive being inhibited by them in seeking 
administrative positions. 
Table 36 
Personal Responsibilities, Family Obligations, and Health 
as Inhibiting Factors in Pursuing Administrative Positions 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Means (s.d.) t-value 2-Tail Probability 
Personal Responsibilities 
Male .4615 (.503) 
.5766 (.496) 
-1.37 .172 
Female 
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Table 36, continued 
Means (s.d.) t-value 2-Tail 
__ Probability 
Health Reasons 
Male 
.0577 (.235) 
.1081 (.312) Female 
-1.03 
.302 
+ Standard deviations in parentheses, 
df 161. 
£ > .05. 
There is no difference between male and female teachers in re¬ 
gard to being inhibited by personal responsibilities, family obliga¬ 
tions, or health problems. 
Geographic Mobility 
Hypothesis XIII. There will be no difference between male and 
female teachers citing geographic or locational moves as inhibiting 
them from pursuing administrative positions. 
The respondents were to check geographic relocation if they felt 
this would be a factor inhibiting them from seeking an administrative 
position. 
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Table 37 
Issue of Geographic Relocation 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Means (s.d.) t-value 2-Tail Probabi1ity 
Male .1923 (.398) 
.05 .963 
Female .1892 (.393) 
+ Standard deviations in parentheses, 
df 161. 
jd > .05. 
There is no significant difference between male and female 
teachers citing geographic relocation as inhibiting them from seek¬ 
ing an administrative position, therefore, the null hypothesis is 
accepted. 
Fear of Failing in an Administrative Position 
Hypothesis XIV. There will be no difference between male and 
female teachers citing the fear of failing in an administrative posi¬ 
tion as a reason for not pursuing such positions. 
The respondents were to check the factor "fear of failing if 
they felt it was a reason for them not to seek an administrative 
position. 
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Table 38 
Issue of Fear of Failing in an Administrative Position 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Means (s.d.) t-value 2-Tail Probabi1ity 
Male .0385 (.194) 
-.64 .524 
Female .0631 (.244) 
+ Standard deviations in parentheses, 
df 161. 
£ > .05. 
The null hypothesis of no difference is accepted. Male and fe¬ 
male teachers in this population surveyed do not perceive the fear of 
failing in an administrative position as inhibiting them from seeking 
such positions. 
Administrative Characteristics and Traits 
A section of this research was devoted to administrative charac¬ 
teristics and traits. This examiner felt that the teachers in this 
population should be asked to indicate the degree of importance of 
fourteen leadership traits listed for them. The question reads as 
follows: Q. 32. Below is a list of traits which may or may not be 
necessary for an administrator to possess in order to be an effective 
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administrator. Circle the appropriate responses to each item that 
corresponds to your feeling of its importance using the following 
scale. The scale used and the value set to the scale is as follows: 
Scale Value 
1 Not important l 
2 Slightly important 2 
3 Important 3 
4 Very important 4 
The results are ranked most important to least important and are 
presented as means and standard deviations in Table 39 as the male 
and female teachers perceived them. 
Table 39 
Ranking of Desirable Traits for Administrators to Possess 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Trait Rank Males Means (s.d.) Trait Rank 
Females 
Means (s.d.) 
Able to deal 
w/conf1icts 1 3.788 (.536) 
Communication 
skills 1 3.919 (.274) 
Communication 
skills 2 3.769 (.546) 
Able to deal 
w/conf1icts 2 3.865 (.343) 
Objective 3 3.750 (.519) Self-confidence 3 3.802 (.483) 
Self-confidence 4 3.673 (.585) Objective 4 3.685 (.556) 
People-oriented 5 3.635 (.658) People-oriented 4 3.685 (.486) 
Flexible 6 3.423 (.696) Flexible 5 3.568 (.641) 
Accounts for 
one's actions 7 3.404 (.823) 
Accounts for 
one's actions 6 3.532 (.644) 
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Table 39, continued 
Trait Rank Males Means (s.d.) Trait Rank 
Females 
Means (s.d.) 
Initiating 
structure 8 3.250 (.837) 
Initiating 
structure 7 3.342 (.720) 
Democratic 9 3.038 (.885) Democratic 8 3.306 (.760) 
Creative 9 3.038 (.855) Creative 9 3.216 (.768) 
Task oriented 10 2.981 (.754) Task oriented 10 3.009 (.757) 
Aggressive 11 2.712 (.723) Aggressive 11 2.739 (.839) 
Competitive 12 2.673 (.944) Competitive 12 2.604 (.856) 
Authoritarian 13 2.423 (.977) Authoritarian 13 2.216 (.948) 
+ Standard deviations in parentheses. 
As can be seen by the above table, there is a great deal of sim¬ 
ilarity between male and female teachers in what they feel are the 
most and least desirable traits for administrators to possess. The 
three most important traits for male teachers are being able to deal 
with conflicts, communication skills, and being objective. The three 
most important traits for women teachers are communication skills, 
able to deal with conflicts, and self-confidence. The three least 
important traits for both male and female teachers are being aggres¬ 
sive, competitive, and authoritarian. The last three traits, the 
literature points out, are "male" oriented traits. 
Next, the teachers were asked to circle the listed traits that 
they feel they possess that would make them an effective leader. 
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Their choices are ranked according to male and female teacher groups 
and presented as means and standard deviations. As shown by the 
table (Table 40), the male teachers feel the three most important 
traits they possess are: (1) being people oriented; (2) being ob¬ 
jective, and (3) having communication skills and ability to deal 
with conflicts (equally ranked). Only the first, people oriented, 
is not on Table 39's three most important leadership characteristics 
list. The women teachers feel the three most important leadership 
traits they possess are: (1) being flexible; (2) being people ori¬ 
ented; and (3) having communication skills. Only one trait, commun¬ 
ication skills, is on the top of their three most important adminis¬ 
trative trait list in Table 39. Again, both the male and the female 
teacher groups listed the bottom three traits as competitive, aggres¬ 
sive, and authoritarian. 
Table 40 
Perceived Administrative Traits Possessed 
Responses Reported as Means and Standard Deviations+ 
(M = 52; F = 111) 
Trait Rank Males Means (s.d.) Trait Rank 
Females 
Means (s.d.) 
People oriented 1 .673 (.474) Flexible 1 .730 (.446) 
Objective 2 .596 (.495) People oriented 2 .712 (.455) 
Communication 
skills 3 .577 (.499) 
Communication 
skills 3 .676 (.470) 
177 
Table 40, continued 
Trait Rank Males 
Means (s.d.) Trait Rank Females Means (s.d.) 
Able to deal Accounts for 
w/conf1icts 3 .577 (.499) one's actions 4 
.667 (.474) 
Self-confidence 4 
.558 (.502) Objective 5 .613 (.489) 
Accounts for Self-confidence 6 .604 (.491) 
one's actions 5 .538 (.503) 
Democratic 6 .604 (.491) 
Democratic 6 .500 (.505) 
Able to deal 
Flexible 6 .500 (.505) w/conf1icts 7 .568 (.498) 
Creative 7 .385 (.491) Task oriented 8 .468 (.501) 
Task oriented 8 .365 (.486) Creative 9 .441 (.499) 
Initiating Initiating 
structure 9 .346 (.480) structure 10 .396 (.491) 
Competitive 10 .308 (.466) Competitive 11 .216 (.414) 
Aggressive 11 .250 (.437) Aggressive 12 .207 (.407) 
Authoritarian 12 .192 (.398) Authoritarian 13 .117 (.323) 
+ Standard deviations in parentheses. 
Comments 
The respondents were given the opportunity to comment on any 
issue of the survey if they chose to do so. Some of the comments 
are listed below. 
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Male Teachers 
I believe that the sex of an administrator does not make one 
more or less effective. It is their traits and personality which 
makes the difference. 
I may be chauvinistic but few women can handle administrative 
positions due to a lack of confidence in dealing with confrontations 
with students and staff. Most women in education do a good job in 
the classroom--but they do lousy with cafeteria duty and checking 
the girls' rooms, etc. 
It is difficult for women to advance to an administrative posi¬ 
tion because of the conservative feelings of administrators in my 
school system. 
A qualified woman does not belong in competitive school adminis¬ 
tration. She cannot take the heat. 
I would support a woman administrator providing she would work 
for the student body and staff, not for her own reasons of selfish¬ 
ness. 
Women in education were always considered to be working only to 
supplement her husband's income, to look for a husband, or to keep 
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busy with childbearing, then stay home. I still believe this is the 
case. Females are not dedicated to teaching only to the by-product 
that may be obtained from putting time in. 
Stereotypical values hold with man being the breadwinner and the 
appointing authority. 
Mediocre men have been chosen over better qualified women candi¬ 
dates for political, provincial, and perhaps sexually based reasons. 
I don't think the school system is open to a female adminis¬ 
trator. 
Women Teachers 
It's a shame that women cannot be in administration . . . the 
bottom line being prejudice. 
I always had priorities which came before pursuing an educa¬ 
tional career in administration. 
Women administrators or those aspiring to become women adminis¬ 
trators still must deal with much negativism. 
Administration needs "strong male figures." 
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Men need advancement more than women, men are better administra 
tors than women. 
Worked for a woman administrator . . . extremely unpleasant 
situation. 
I cannot believe how much women are looked down upon. My boss 
being anti-woman feels that women only serve one purpose 
Many [women] would not seek administrative positions because 
they might become alienated. 
Many men are in administrative positions . . . don't know if 
many women have applied. 
Women did not apply for administrative openings in my system. 
Would not be comfortable suddenly becoming a superior to my 
col leagues. 
Comments Regarding the Questionnaire Itself 
Very interesting--would be interested in purpose and results. 
Would it be feasible to send a brief summary of the results to 
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those of us included in the survey. 
Survey interesting. However, is there any hope out there? 
Survey was well written up, but you forgot one important fact 
concerning administrators . . . They give too much paper work that 
amounts to nothing to their staff. 
Excellent survey! I will be interested in the final results. 
You have covered all aspects of administration concerning women 
in education. 
This survey was more about what I might want to do than women 
in administration. 
The questions are very thorough. 
You couldn't have picked a better time to do this survey. Right 
on time'.'.! 
I am not a good candidate for a survey because my only interest 
is teaching and not administration. 
Good survey. Please let me know the results. Another survey 
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might include a clearer picture of the school and community. 
When will I get an opportunity to do one [survey] on male 
teachers on the elementary level. 
Excellent instrument . . . Your direction is very clear. 
Thank you for this opportunity to exchange ideas and hope this 
will be meaningful to you. 
This survey was very thought provoking. 
CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
This chapter will present a summary of the study, formulate 
conclusions, and make recommendations for further studies. 
Summary 
The problem addressed in this study is the position of women in 
the public schools where women, as teachers, are the majority and 
clearly visible in the classroom, but are a definite minority in ad¬ 
ministrative positions. School administration appears to be "man's 
domain" where few women enter or hold positions. The purpose of this 
study is to identify and examine teachers' personal perceptions and 
attitudes which continue to support the phenomenon of a scarcity of 
women in education administration, and to determine what factors con¬ 
tribute to keeping women from pursuing careers in school administra¬ 
tion. The overriding questions of this study are: 
(1) Do women want to be in education administration? 
(2) Are teachers willing to support women administrators? 
(3) Do teachers believe that women have as equal an opportunity 
as men in acquiring administrative positions? 
(4) What factors, if any, would inhibit women from pursuing 
positions in school administration? 
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(5) What traits do teachers feel most important for administra¬ 
tors to possess? 
The significance of this study is to provide a better under¬ 
standing of the issues and problems confronting women who wish to, 
or attempt to, pursue careers in education administration. 
Procedure. A cover letter and a survey in the form of a two-sheet, 
four-sided mail questionnaire with an enclosed return-addressed 
stamped envelope was designed and mailed to a sampling of 251 teach¬ 
ers who are members of the Massachusetts Teachers Association (MTA). 
Second and third reminders were mailed only to the non-return sample 
population. Seventy-three percent of the surveys were returned and 
sixty-five percent were considered usable returns. The mail ques¬ 
tionnaire is composed of two parts. The first part deals with per¬ 
sonal background and demographic information; the second part is con¬ 
cerned with teachers' perceptions of attitudes toward school adminis¬ 
tration and particularly toward women in school administration. The 
data from the teachers' responses were coded, keypunched, and sent to 
the University of Massachusetts Computer Center for a printed data 
analysis. It was then further analyzed and the following findings 
reported. 
Findings. The findings indicate that the majority of teachers (both 
male and female) completing the survey instrument are married. The 
majority of males reported one to three dependents and the majority 
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of females reported no dependents. The majority of male and female 
teachers are in the 29- to 36-year-old age group. The next highest 
age group for males is between 45 to 54 years old, and for females 
there are equal numbers of teachers in the 37- to 44-year-old age 
category and in the 45- to 54-year-old category. Both male and fe¬ 
male teachers are equal in the percentage of those holding Master's 
degrees; however, more male teachers possess C.A.G.S. and Doctorate 
degrees than female teachers. The highest percentage of female 
teachers teach in the elementary schools, and the majority of male 
teachers teach in the secondary schools. The majority of both male 
and female teachers teach qualitative subject areas; however, more 
male than female teachers teach quantitative subject areas. The 
median years of teaching for male teachers is 13.5 years and for 
female teachers 12.4 years. The highest percentage of teachers (71% 
of the male teachers; 68% of the female teachers) work in school sys¬ 
tems of 500 to 4,000 pupils. 
Do women want to be in education administration? The results 
of the findings indicate that approximately the same percentage of 
male teachers (44%) as female teachers (43%) express a past interest 
in school administration. A number of teachers indicate that they 
are uncertain about school administration as a career. This could 
be interpreted to mean that they are at least thinking about it. 
This "uncertain" number of teachers (male, 14%; female, 5%) through 
guidance could bring the total number of interested male teachers to 
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over half of the male population surveyed and the interested female 
teachers to approaching half of the female population surveyed. When 
the respondents were asked about having a current interest in admin¬ 
istration, the picture begins to change; 27% of the male teachers are 
interested with 23% uncertain, and 13% of the women teachers are in¬ 
terested with 18% uncertain. Seventeen percent of the male teachers 
and 31% of the female teachers had changed their minds and were no 
longer interested in administration. Male teachers approach statis¬ 
tical significance over female teachers, but do not attain it. When 
the respondents were asked about a future interest in administration, 
the male teachers attain significance over female teachers with 31% 
of the males interested with 31% uncertain, and 19% of the females 
interested with 14% uncertain. Significantly more male than female 
teachers applied for administrative positions (males, 37%; females, 
20%). Approximately 31% of the male teachers, with 31% being uncer¬ 
tain, stated that they would derive some self-satisfaction from hold¬ 
ing an administrative position compared to female teachers with 25% 
stating they would derive some self-satisfaction from an administra¬ 
tive position and 20% being uncertain. This indicates that even 
though there was no significant difference between male and female 
teachers, a healthy percentage of male and female teachers perceive 
or are thinking about receiving some self-satisfaction from holding 
an administrative position. What happened to these teachers, par¬ 
ticularly the female teachers, to diminish, discourage, or to direct 
them away from their past ambitions or incentives to pursue careers 
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in school administration? 
The male teachers offered broad comments as reasons why they 
are interested in administrative positions, such as wanting to make 
changes in education. The female teachers made more specific com¬ 
ments, such as, to change discipline policies, provide role models, 
morale boosting, etc. As to reasons why the teachers are not inter¬ 
ested in administrative positions, the general theme from both male 
and female teachers is that they perceive administrators as having 
little control and being powerless to change or improve education in 
any way. They also commented on politics playing a role in educa¬ 
tional practices, and the incentives to enter administration are neg¬ 
ligible. They also note a lack of administrative openings. Many 
teachers emphasize that they are content with their teaching posi¬ 
tions and prefer to remain involved with their students and their 
classroom. Both male and female teachers indicate that they are 
content with their present positions. 
Female teachers have more confidence in their abilities as 
classroom teachers than in their abilities to be school administra¬ 
tors, but the same is true for male teachers. When comparing male 
and female teachers, female teachers approach significance over male 
teachers in being more confident in their abilities as classroom 
teachers than in their abilities to be administrators, but do not 
attain significance. Dowling, in her book The Cinderella Syndrome, 
maintains that "women consistently underestimate their abilities 
(p. 54). She feels that women's conflict is between dependence and 
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independence and that women are reluctant to assume a leadership role 
when a male is present (p. 62). 
In respect to teachers who were granted interviews for adminis¬ 
trative positions, it seems that the male teachers accepted the in¬ 
terviews as learning experiences while the female teachers became 
either more motivated to keep trying for administrative positions or 
accepted the belief that the climate was not positive for women to 
be hired as administrators and were willing to wait it out for those 
in charge of hiring to retire, thus hoping for changes in hiring 
practices. Both genders feel that politics play a role in hiring 
practices. 
Younger women do not demonstrate more interest (current, past 
or future) or perceive more self-satisfaction from an administrative 
position than older women. 
As to professional preparation, more male teachers than female 
teachers have taken courses in school administration; however, male 
teachers do not have more degrees in administration than female 
teachers, though they do come close to approaching significance. The 
majority of teachers stated they are continuing their studies in ed¬ 
ucation to gain certification in areas other than administration. 
Significantly more male than female teachers stated that they do as¬ 
pire for a degree in school administration. The responses as to what 
happened to change their minds from pursuing administrative degrees 
varied: lack of commitment for the positions, political reasons, few 
or no incentives, and contentment in their present positions. Only 
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the female teachers mentioned that personal reasons, such as family 
re- sponsibilities and children, and the lack of administrative 
openings swayed them away from degrees in administration. 
Would teachers be willing to support women administrators? 
Teachers described their community climate as leaning more toward a 
middle-of-the-road philosophy than a conservative philosophy; their 
school system and teaching staff climate as being middle-of-the-road; 
and they like to think of themselves as leaning more toward progres¬ 
sive than middle-of-the-road philosophy. Keeping this in mind, the 
majority of teachers stated that they are willing to support a woman 
as school administrator. Were women visible as role models in school 
administrative positions? The majority of women administrators are 
visible in elementary principalships. Schmuck (1976) in her study 
refers to women principals as being more democratic and implied that 
their schools have a more positive school climate. Less than half 
of the teachers in this study stated that they know of women adminis¬ 
trators at the central office level. However, women are clearly 
scarce in secondary principalships and at the superintendancy level. 
In comparing male and female administrators, the majority of teachers 
stated there is no difference in their experiences between male and 
female administrators in comparable positions. 
Do teachers believe that women have as equal an opportunity as 
men in acquiring an administrative position? The majority of teach- 
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ers stated that they are uncertain as to whether or not their school 
system would appoint a woman to an administrative position. Some 
comments by teachers supported their school system by stating their 
system had or has women administrators. On the other hand, comments 
by both male and female teachers as to why a qualified woman would 
not be hired by their school systems mentioned past practice and com¬ 
munity politics favoring male administrators; the absence of women 
applicants; women having no interest or desire in these positions; 
and no openings (budget cuts, Massachusetts Proposition 2-1/2). 
A lack of support from administrators, school staff, students, 
parents, community or any other source was not cited by either male 
or female teachers as reasons for not pursuing administrative ca¬ 
reers. For the population surveyed, male teachers do not receive 
more encouragement to apply for administrative positions than female 
teachers. The most encouragement to apply for administrative posi¬ 
tions for both genders comes from administrators in principalships. 
There is no significant difference between male and female teachers 
on the issue of being discouraged in any way from applying for admin¬ 
istrative positions. However, reasons given by female teachers to 
discourage them from applying for administrative positions seemed to 
imply strength issues: whether women could handle the "job, i.e., 
the job's tough, their health questioned, having too weak a person¬ 
ality to lead, etc. 
In summarizing teachers' comments, especially those of the fe¬ 
male teachers, it appears that they seem to be accepting the status- 
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quo as they see it: a sense of hopelessness with regard to adminis¬ 
trative positions and a sense of helplessness with respect to making 
changes. They are content to remain in their classrooms. Perhaps 
they view the classroom as a place where at least they do have some 
power, whereas many teachers view administration as a place with 
limited power to lead. 
Absenteeism for the population surveyed could not be considered 
a factor hindering women from pursuing or being hired for administra¬ 
tive positions. Female teachers were not absent significantly more 
than male teachers during the 1981-82 school year. 
Commitment factors used in this study include longer school 
hours, longer school year, budget and financing problems, target for 
blame when things go wrong, night meetings, having the responsibili¬ 
ties for the larger problems of the system, and time and expense of 
certification as an administrator. There is no significant differ¬ 
ence between male and female teachers in citing any of the above as 
inhibiting them from pursuing careers in school administration. 
Other factors used as reasons for not hiring women as adminis¬ 
trators or for women not seeking administrative positions were per¬ 
sonal responsibilities including health problems, geographic reloca¬ 
tion, and the fear of failing in an administrative position. None 
of these factors was cited as instrumental by male or female teachers 
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as deterring them away from positions in school administration. 
Administrative characteristics and traits. The respondents were 
presented with fourteen administrative traits. They were asked to 
mark them according to their feelings of the degree of importance of 
each trait for an administrator to possess. The three most important 
traits listed by male teachers were being able to deal with con¬ 
flicts, communication skills, and being objective. The three most 
important traits listed by female teachers were communication skills, 
able to deal with conflicts, and self-confidence. The three least 
important traits listed by both male and female teachers were being 
aggressive, competitive, and authoritarian in that order. The teach¬ 
ers were then asked to circle the administrative traits they felt 
they possessed. The male teachers listed the three most important 
administrative traits they possessed as being people-oriented, being 
objective, and having communication skills. The female teachers 
listed the three most important administrative traits they possessed 
as being flexible, people-oriented, and having communication skills. 
Both female and male teachers felt that being competitive, aggres¬ 
sive, and authoritarian were at the bottom of their list and the 
least important traits they possessed. Schmuck (1976) stated that 
the present leadership style in education is authoritarian and con¬ 
trolling (p. 63). The teachers in this study are clearly stating a 
message of their feelings regarding aggressive leaders. Aggressive¬ 
ness is the least admired trait in a leader by their own declaration 
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and it is one they feel they least possess. 
It is interesting to note that all the traits the male teachers 
felt were desirable in an administrator were also traits that they 
felt they possessed. The only exception was people-oriented trait 
which on the administrator list they ranked as number 5 and on their 
own trait list they ranked as number 1. The objective trait was a 
trait that the female teachers did not list as important as the male 
teachers, number 4 on the administrators list and number 5 on their 
own trait list. 
In contrast, only one trait, communication skills, which was 
ranked number 1 on the desired administrative trait list by the fe¬ 
male teachers was listed on their own trait list (number 3). The 
other traits listed as desired in an administrator; able to deal with 
conflict was listed as number 7 on their own trait list; and self- 
confidence was listed as number 6 on their trait list. This opens 
up the question of confidence again. Linda Melconian, Chief Legisla¬ 
tive Assistant to the Speaker of the House, at a conference stated 
"many women ... in all fields suffer from feelings of inadequacy, 
lack of ego and self-confidence, and fear of competition. Women need 
to take more risks" (Bear, Springfield Daily News, 1981, p. 18). 
Women did not rank this trait (self-confidence) very high as a trait 
that they felt they possessed yet they thought it important enough 
to be put as number 3 as a trait most desirable in an administrator. 
To sum up. In terms of the population surveyed in this study. 
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there appears to be considerable changes in male and female teachers' 
attitudes regarding factors that deter female teachers from adminis¬ 
trative positions in education administration, and traits teachers 
feel important for administrators to possess. 
The review of literature mentions factors which deter female 
teachers, such as lack of support, personal responsibilities, un¬ 
willingness to make a commitment, geographic relocation, and fear of 
failing. None of these factors were important deterrents to the fe¬ 
male teachers. What is most important is the fact that inhibiting 
factors seem to be changing and not only to the female teachers, but 
to the male teachers as well. Lack of power and control and politics 
governing the schools seem to be taking the lead as deterrents as 
well as the instability of the economics of the time. Reduction in 
force in the schools was mentioned constantly. 
It is also interesting to note that even though teachers stated 
in the questionnaire that they would be willing to support female 
administrators, the comments written by these same teachers on the 
survey forms expressed clear biases by the male teachers, and more 
internalized biases expressed by the female teachers. Perhaps there 
is a difference in how they feel they would like to see themselves, 
objective and non-bias, and how they subjectively feel about the 
issue. 
As for desired traits in an administrator, only the male teach¬ 
ers felt they possessed all leadership traits they had previously 
listed as desired administrative traits. The female teachers indi- 
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cated they only possessed one important trait that they felt adminis¬ 
trators should possess, communication skills. They indicated a 
leader should be self-confident, yet they did not seem to feel they 
had self-confidence, as they listed it as number 6 on their list of 
traits they felt they possessed. 
As for traits teachers considered least desired in a leader, 
being aggressive, competitive, and authoritarian, all teachers were 
consistent in their answers. These traits, according to the review 
of the literature, are considered male leadership traits. It is time 
for educators to take a look at the leadership style currently being 
implemented in the schools. Apparently, the teachers in this survey 
seem to be saying something important about how they feel the schools 
are being administrated. 
Conclusions 
The data indicate that: 
(1) Women are approximately equal to men with regard to indi¬ 
cating having a past interest in school administration. However, 
over half of the women indicating having a past interest in adminis¬ 
tration changed their minds when asked if they had a current or 
future interest in school administration. 
(2) More male teachers than female teachers actively applied 
for school administration positions. 
(3) More male than female teachers took courses in education 
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administration; however, male teachers did not attain significance 
over female teachers in regard to holding degrees in education admin¬ 
istration. 
(4) Younger female teachers did not indicate more current, 
past, or future interest in administration than older female 
teachers. 
(5) Women did indicate more confidence in their skills as 
classroom teachers than in their skills as potential school adminis¬ 
trators, but so did male teachers. However, when comparing male and 
female teachers with respect to confidence in classroom abilities 
over confidence as potential school administrators, female teachers 
approached significance but did not attain it. 
(6) The majority of teachers regardless of environmental cli¬ 
mate or teaching philosophy stated that they would be willing to sup¬ 
port women administrators. 
(7) The majority of teachers regardless of environmental cli¬ 
mate or teaching philosophy stated that they were uncertain if their 
school system would be accepting of hiring a woman administrator. 
(8) There was no difference between male and female teachers 
on the issue of them reporting being encouraged to apply for or being 
discouraged from applying for positions in education administration. 
(9) There was no difference between male and female teachers 
in regard to the number of days absent during the 1981-1982 school 
year. 
(10) Commitment factors (longer school hours, longer school 
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year, budget and financing problems, target for blame when things go 
wrong, night meetings, having the responsibilities for the larger 
problems of the system, and time and expense of administrative cer¬ 
tification) were not cited by either male or female teachers as in¬ 
hibiting them from careers in school administration. 
(11) Other factors investigated as possible deterrents inhibit¬ 
ing female teachers away from careers in school administration were 
personal responsibilities, geographic relocation, the fear of failing 
in an administrative position, negative remarks or negative inter¬ 
viewing experiences. None of these factors was significant and cited 
by either male or female teachers as a factor which would inhibit 
them from pursuing careers in education administration. 
(12) There was very little difference between male and female 
teachers in what they felt was most important and least important 
traits for administrators to possess. 
Administrative traits most important to male teachers. 
(1) Being able to deal with conflicts 
(2) Communication skills 
(3) Being objective 
Administrative traits most important to female teachers. 
(1) Communication skills 
(2) Able to deal with conflicts 
(3) Self-confidence 
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Three least important administrative traits to both male and female 
teachers. 
(1) Being aggressive 
(2) Competitive 
(3) Authoritarian 
Comments made by teachers and the administrative traits listed as 
least important could be perceived to indicate that teachers, either 
by the nature of the educational structure of the system or the na¬ 
ture of the personality of the individuals who enter the educational 
system, do not value the competitive spirit and are not risk takers. 
To be risk takers, teachers would have to become more aggressive and 
be willing to take on the political and power structures of the 
schools. Would female administrators make a difference in the edu¬ 
cational system? Probably not, simply because the structure of the 
educational system as it stands now would have to change. Adminis¬ 
trators would have to regain the power to administrate and lead. 
Change could not take place without educational programs directed at 
developing the skills and talents of potential female administrators 
to give them the direction and confidence to lead. 
Recommen dations 
Recommendations encouraging women to enter school administration. In 
order for more women to retain their interest in, or become inter- 
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ested in education administration, Lyon in Phi Delta Kappan (October, 
1973) recommended that the "school district survey female personnel 
for interest in administrative positions and that professional career 
ladders leading to promotions be designed and implemented for these 
individuals" (p. 122). This is a good beginning because schools 
today are facing declining enrollments and will have to look to the 
teachers currently employed for present and future administrative 
leaders. If teacher unions, schools systems, and universities do 
not institute education and training programs for potential school 
leaders (including women), the inbreeding political process of pro¬ 
moting untrained teachers as leaders could have an even more devas¬ 
tating effect on education, especially with the focus being placed 
on education today regarding more excellence in education. Excel¬ 
lence in education can come from excellence in administrators. In 
an article in Phi Delta Kappan (March, 1982) McCarthy and Zent 
stressed that "declining enrollments could exact a heavy toll on 
female and minority administrators" (p. 463). Education should take 
care not to take steps backwards. Teachers can do much to educate 
and promote thinking that women can be leaders by: 
(1) Recognizing there is a problem. 
(2) Alerting other educators to alter the situation through 
their own association, articles, professional magazines, and such. 
(3) Inform textbook companies and publishers that they feel 
that women should get equal coverage in textbooks. 
(4) In the classroom, use their own research materials to teach 
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students that women did share and play a great part in history, the 
arts, and the sciences; and the fact that there were and are women 
leaders in our culture. 
The schools are going to have to redefine their "mission." 
They have to ask the question, "What is the 'mission' of the public 
schools to the students, parents, educators, and to society?" The 
"mission" of the schools has got to be to: 
(1) Provide for the growth and development of all its people, 
which has to include teachers (male and female), staff, and students. 
(2) Improve and maintain a positive ongoing humanistic and 
participatory school climate. 
(3) Serve as role models to students, parents, and community. 
(4) Encourage academic competitive spirit. 
The recommendations for effective change could be summed up as: 
(1) Institute education, training and development programs in 
the public schools for teachers, particularly female teachers, in¬ 
terested in school administration. 
(2) Education and training programs should be programs where 
the potential administrators have a participatory meaningful voice. 
(3) Set up internship programs for interested female teachers 
through the public schools, universities, and professional organiza¬ 
tions where they could gain experience working on the administrative 
level. 
(4) Redefine the "mission" of the public schools. 
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Recommendations for further study. 
(1) To investigate the personality types of individuals who 
enter the educational field. A question to be asked is. Is educa¬ 
tion attracting the accepting, non-competitive, placid, and non- 
aggressive individual? If so, then colleges and universities as 
well as school systems should provide career oriented progams to 
attract outgoing, motivated, competitive young people to groom for 
education administration. 
(2) The personality types of individuals who choose education 
careers compared to the personality types of individuals who choose 
business careers. 
(3) The political structure of the public schools. Is the 
political structure of the public schools such that it discourages 
talented women teachers from pursuing administrative careers. 
(4) Power. A question of power or lack of power for adminis¬ 
trators in the public schools. Who has the power and is this the 
reason so many women decide against administration as a career? 
(5) Political issues regarding public school hiring practices. 
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TEACHERS' EDUCATION ADMINISTRATION INTEREST SURVEY 
If your present full-time permanent assignment is in school administration or you are not currently employed r— 
in education, please check the space provided and return this survey in the enclosed return-addressed stamped 1 
envelope. A return is necessary in order to account for each questionnaire mailed. Thank you. 
For the purposes of this study, the word ADMINISTRATION will refer to a full-time administrative position in o particular 
school or a system-wide central office staff position (i.e., Principal, Vice-Principal, Superintendent or Assistant, 
Director/Coordinator in charge of specific programs [Special Education, Curriculum, Guidance, Pupil Personnel, etc.)). 
Department Heads are considered teachers. 
PART 1 - BACKGROUND INFORMATION 
Please provide the background information requested below. This information will give the investigator a general 
perspective about you, your particular position, and your perceptions of the educational environment in which you teach 
1. Sex: _ Male _ Female 
2. Marital status:  
3. Number of dependents (exclude self): _ 
4. Your age: _ Under 28 _ 29-36 _ 37-44 _ 45-S4 _ Over 54 
5. Ethnic identification: 
_ Afro-American _ Hispanic _ Asian _ Caucasian _ Other (specify) ______________ 
6. Highrst degree earned: _ Bachelor's _ Master's _ C.A.G.S. _ Doctorate 
7. a. Please circle the grade level(s) that you currently teach: 
K 1 2 3 4 5 6 7 8 9 10 1 1 12 13 14 ling SP 
b. If you teach at the secondary level, specify your subject area(s): ___ 
8. If you have a non-teaching assignment, please specify your position title: . ___ 
9. How many years of full-time employment in education have you completed, including the current one’ _ 
10. What is the pupil enrollment of the school system in which you teach? _ 
11. Please Indicate your perceptions of Items a, b, c, and d by circling the appropriate njmber using the following scale 
1- Progressive (favoring progress, sex equalitv, innovative ideas, and change) 
2- Middle-of-the-road (neither too progressive nor too conservative) 
3- Conservative (favor preserving the status quo, including sex roles and change) 
4- Other (if none of the above apply, specify your description in the space provided: 
a. The community in which 1 am employed can be described as: 1234 
b. The school system in which 1 am employed can be described as: 123 
The teaching staff in my school system can be described as: 
d. My teaching philosophy can be described as: 
l J 4 
PLEASE TURN PAGE 
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12. a. Identify each position held by 
1. Central Office Staff 
Superintendent 
_ Assistant Superintendent 
Director, Elementary Education 
Director, Secondary Education 
Curriculum Coordinator 
Coordinator of: _ 
Other (specify): 
12. b. Using the list above, record £ 
1. Central Office Staff 
ien in your school system: 
II. Building Staff 
_ Elementary Principal 
_ Elementary Vice-Principal 
_ Secondary Principal 
_ Secondary Vice-Principal 
_ Department Head 
_ Elementary Counselor 
_ Secondary Counselor 
_ Elem. Classroom Teacher 
_ Sec. Classroom Teacher 
Other (specify): _ 
(if any) positions you would 1ik 
11. Building Staff 
III. Support Staff 
_ Director of Pupil Personnel 
_ Director of Special Education 
_ Director of Guidance 
School Psychologist 
Pupil Adjustment Worker 
Speech Therapist 
_ Occupational Therapist 
Physical Therapist 
Other (specify): _ 
to hold now or in the future: 
III. Support Staff 
PART II - For Questions 13-21, reading from left to right, circle the appropriate number referring to the statements 
that apply to you and write in answers where appropriate in the space provided. 
1-Strongly Disagree 2-Disagree 3-Uncertain 4-Agree 5-Strongly Agree 
13. School Administration is a field I am interested in pursuing. 1 2 3 4 i 
14. I have had an interest in pursuing a career in school administration in the past. 12343 
15. I may have an interest in pursuing a career in school administration in the future. 12341 
16. Please briefly state some reasons why you are/are not interested in a career in school administration: 
17. A position in school administration would give me a feeling of self-satisfaction. 
18. I have every confidence in my skills and abilities as a classroom teacher. 
19. 1 have every confidence in my skills and abilities to be a school administrator. 
20. I would be willing to give my support to a capable and competent women aspirant to an 
administrative position. 
j). a. It is my opinion that a qualified woman would have as equal an opportunity as a qualified 
man in being appointed to an administrative position in my school system. 
b. Please explain your response to "a": 
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For the following items, please check the appropriate response. 
22. a. the present time, do you possess a degree in education administration? 
(If yes, skip Questions 23 and 24 - go directly to Question 25) 
b. Are you currently being trained in any field? 
c. If yes, what field? 
23. a. Have you ever aspired to pursue a degree in education administration? 
b. Why or why not? [Briefly state your reason(s)) 
Yes 
_ No 
Yes No 
Yes No 
24. How many courses in education administration have you taken? None 
25. a. Have you ever worked for a woman administrator? 
(If No, skip "b" and "c" - go to Question 26) 
b. What position did this woman administrator hold? 
c. Place a checkmark on the scale below to compare your experience with the woman administrator mentioned above with 
a male administrator in a similar kind of administrative position. 
Female \ 1 1 . 1 1 1 Male 
More 1 No 1 More 
Favorable Difference Favorable 
26. a Have you ever been advised to lower your expectations regarding an 
administrative position in a school system? Yes No 
b. If yes, state the reason(s) given to you: 
1*3 _ 4-6 _ Over 6 
Yes No 
27. a. Have you ever been advised or encouraged to seek an 
administrative position? 
b. If yes, by whom? (list titles or relationships) 
Yes Ho 
28. a. Did you ever apply for an administrative position? _ Yes _ No 
b. If yes, what position(s)? (specify titles) _ 
29. a. Were you ever successful in obtaining an interview for an administrative 
position? (If Yes, answer "b" and "c". If No, go to Question 30.) 
_ YeJ No 
b. Were you successful in obtaining the position? Yes _ No 
c. If No to ”b", would a negative interview experience, deter you from 
applying for another administrative position? 
_ Yes No 
Please explain your response: 
How many days were you absent from work in the 1981-82 School Year? }0. days 
PLEASE TURN PAGE 
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31. Check as many of the following that would inhibit you from seeking an administrative position? 
Longer school hours 
Longer school year 
Budget and financing problems and duties 
Target for blame when things go wrong 
Long and possibly frequent night meetings 
Accept responsibilities for the larger problems 
for the school system 
Time and expense for administrative certification 
Geographic relocation 
Personal responsibilities (including family obligations) 
Health reasons 
_ Fear of failing in position 
_ Past negative interview experience 
_ Content in present position - no interest 
Perceived lack of support from: 
administrators 
school staff 
students 
parents 
community 
_ Other (specify) _ 
32. Below is a list of traits which may or may not be necessary for an administrator to possess in order to be an 
effective administrator. Circle the appropriate responses to each item that corresponds to your feeling of its 
importance using the following scale: 
1-Not important 2-Slightly important 3-Important 4-Very important 
1. Agressive 1 2 3 4 8. Initiating structure 1 2 3 4 
2. Objective 1 2 3 4 9. Flexible 1 2 3 4 
3. Self-confidence 1 2 3 4 10. Task-oriented 1 2 3 4 
4. Communication skills 1 2 3 4 11. People-oriented 1 2 3 4 
5. Creative 1 2 3 4 12. Authoritarian 1 2 3 4 
6. Competitive 1 2 3 4 13. Democratic 1 2 3 4 
7. Able to deal with conflicts 1 2 3 4 14. Accounts for one’s actions 1 2 3 4 
Which of the above traits 
number(s) that correspond 
do you 
to the 
believe 
traits 
you possess 
listed above. 
that would make you an effective administrator? Circle the 
1 2 3 4 5 6 7 8 9 10 11 12 13 14 
COkMHNTS: Use the space provided below to record any comments you may have 
regarding this survey. 
THANK YOU 
Please return your completed survey in the enclosed 
return-addressed stamped envelope. 
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TEACHERS' EDUCATION ADMINISTRATION INTEREST SURVEY 
PART I - background Information 
q If your present full time permanent assignment Is school administration, please 
check the box and return this survey In the enclosed addressed envelope. 
Adnlnlstration for the purpose of this study will refer to a full-time administrative 
position In a particular school or a system-wide central office staff position. 1. e., 
Principal, Vlce-Prlnclpal, Superintendent or Assistant, Dlrector/Co-ordlnator In charge of 
specific programs (Special Education, Curriculum, Guidance, Pupil Personnel, etc.). 
Please provide the background information requested below. This information will give the 
investigator a general perspective about you, your particular position, and your perceptions 
of the educational environment in which your teach. 
1. Sex: 1q Male 2q Female 
2. Marital status: Iq Single 2q Married 3q Divorced 4q Separated 5q Widowed 
Children 
3. Dependents: 1q Spouse 2q Under 18 3n Other 
r nj -u -CS'jre'iTfy)- 
4. Age: 1q Under 28 2a 29-36 3q 37-44 4q 45-54 5q Over 55 
5. Ethnic identification: Iq Afro-American 2q Master's 3q Asian 4q Caucasian 
5q Other (specify)_ 
6. Highest degree level: Iq Bachelor's 2q Master's 3q C.A.G.S. 4q Doctorate 
7. Present grade level teaching assignment:_ 
8. If secondary level, specify subject assigned teaching area(s):_ 
9. If non-teaching assignment, specify title of your position:_ 
10. Years in education: Iq Under 5 2q 5-10 3q 11-15 4q 16-20 5q Over 20 
11. The pupil population of the school system I am employed in is approx._ 
12. Please indicate your perceptions of a, b, c, d, by checking the appropriate boxes 
using the following descriptions: 
pupils. 
1^ Progressive (favoring progress, sex equality, innovative ideas, and change) 
2n Middle of the road (not too progressive or too conservative) 
3q Conservative (favoring preserving the established including sex roles and change) 
4q Other (specify your description in the space provided) 
a. The coanunity I am employed in can be described as: 
(specify)_ _  
b. Ths school system I am employed in can be described as: 
Iq 2q 3q 4q 
Iq 2q 3q 4q 
(specify)^,._....— --- 
c. The teaching staff in my school system can be described as: Iq 3d 
d. My philosophy can be described as: 3Q 
(specify}___ 
13. a. Chsck all the spaces below where womiin are employed In your school system: 
1. Central .0f_flc_e Staff 
1q Superintendent 
2*3 Ass' t Superintendent 
3q Dir. Elm. Education 
4q Dir. Sec. Education 
5q Curriculum Co-ordlnator 
Co-ordlnator of: 
7d Other_ 
II. Building Staff 
1q Elementary Principal 
2q Elm. Vlce-Prlnclpal 
3q Secondary Principal 
4q Sec. Vice-Principal 
5q Department Heads 
6q Elm. Counselors 
7q Sec. Counselors 
8q Nurse 
9q Classroom Teachers 
10q Other_ 
III. Support Staff 
1q Dir. Eupll Personnel 
2q Dir. Special Education 
3q Director of Guidance 
4q School Psychologist 
5q Pupil Adjustment Workers 
6q Speech Therapists 
7^3 Occupational Therapists 
8q Physical Therapists 
9q Other__ 
b. Using the above stated list, In the spaces below list all the positions you would 
like to hold now or In the future. 
I. Central_Of flee .Staff II. Building Staff III. Support Staff 
PART II - Directions: In the following, please check the statements that 
apply to you and write In answers where appropriate. 
1q Yes will mean positive or agree with the statement. 
2q Possibly will mean perhaps, maybe, or could be possible. 
3q Uncertain will moan unsure, doubtful, questionable. 
4q No will mean negative or disagree with the statement. 
1. School Administration is a field l am interested in pursuing. !q 2n 3n 
2. 1 have had an Interest in pursuing 
administration in the past. 
a career in school 
la 2a 3a 4a 
3. I may have an Interest in pursuing 
administration In the future. 
a career in school 
kn 2n 3n 4a 
4. Please explain *hy you are or are not Interested In a career in school 
.administration. 
5. A position In school administration would give me a feeling of 
self satisfaction. 2Q 3q ■+£> 
6. I have every confidence In my skills and abilities as a 
classroom teacher. in 2c 3q 
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7. I have every confidence In my skills and abilities to be 
a school adnlnlstrator. 
8. I would be willing to gLve ray support to a capable and competent 
women aspirant to an administrative position. 
9. It Is my opinion that a qualified woman would have as equal an 
opportunity as a qualified uan In being appointed to an adminis¬ 
trative position in ay present school system. 
Explain your reasoning__ 
lO 2£l 3q 4CI 
2n 3c 4a 
2a 3a 4a 
Directions: In the following, please check answers that apply to you and fill In your 
remarks In the spaces provided. 
10. At the present tlma, I do possess a degree In education 1q Yea (Skip 3). 
administration. 2q No 3q In a 'program 4q No Interest 
11. Have you ever aspired to pursue a degree in education administration? 1q Yes 2q No 
Why or why not?___ _ 
12. I have taken the following number of courses in 1q one - three 2q three-six 
education administration: 3q over seven 4q none 
13. Have you ever experienced working for a woman administrator? Ip Yes 2q No (skip Q. a,b) 
a. What position did this woman administrator hold? 1q Superintendent 
2q Principal q Elm. q Sec. 
3q Other_ 
bi tyPe of experience was It? 1Q ^Sorable 2a Unfliorable 3q Mixture 
Why?___ 
14. Have you ever been advised directly or indirectly to lower your expectations 
in regard to an administrative position in a school system? 1q Yes 2q No 
If yes, describe circumstances_ 
15. Have you ever been advised or encouraged to seek an administrative 1q Yes 2q No 
position? By whom?(give title of person)_ 
16. Did you in fact apply for an administrative position? lflYes 2q No 
What position? (specify t le)_ 
17. Were you ever successful in obtaining an Interview for an 
administrative position? (If no, omit Q 18) 
1q Yes 2q No 
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17. a. Were you successful In obtaining the position? 
18. Would a negative interviewing experience deter you from applying 
for another administrative position? 
Wny or why not?_ 
1q Yes 2Q No 
1q Yes 2a No 
19. Check all of the following that would inhibit you from seeking an administrative position: 
lp Longer school hours 
2q Longer school year 
3q Budget (x financing problems & duties 
4p Target for blame when things go wrong 
5q Long 6» possibly frequent night school 
committee meetings 
6q Accept responsibilities for the larger 
problems for school system 
7p Time and expense for Administrative 
Certification 
8q Geographic relocation 
9q Absenteeism record - Please check below: 
aQ Under 5 days bQ 5 to 10 
cq 10 to 15 <1q over 15 days 
10q Personal responsibilities (including 
Family obligations) 
•□Health reasons 
11q Lack of support from: 
sq Administrators 
bp School staff 
cq Students 
dQ Parents-bq Community 
12q Fear of Falling in position 
13q Lack of confidence in self 
14q Content in present position 
15p Other_ 
20. Do you see administrators in your school system with different 
styles of administration? ^es 2q 
21. Check all the following that you feel would be the traits necessary to 
effectively administer a school system: 
22. 
1q Aggressive 
2q Assertive 
3q Objective 
3q Logical 
4q Confident 
5p Strong 
6q Task orientated 
7q Initiating structure 
8q Sensitivity 
9q Ability to communicate 
10D BmotLonally pliable 
lln Fair but flexible 
Which traits do you feel you 
□ Non-aggressive 
q Supportive 
□ Considerate 
q Able to communicate 
□ Self-evaluative 
q Intellectual 
□ Competent 
q Team Building 
□ Creativity 
p Share functions of leaderr 
ship 
Q Paternalistic 
possess which would make you • 
q Qualified 
q Able to deal with 
conflicts-confrontations 
□ People oriented 
□ Energetic 
□ Authoritarian 
□ Democratic 
q Concern for others 
□ Respectful 
p Sincere 
p Accept accountability 
for one's actions 
„ef feet Ive ..administrator? 
23. Do you think there is room for someone like you as an administrator 
in your.school system? 
ln Yes 2q No 
Thank you for cakin8 the tUe to fill out thla ,ue.tUn,atrePleas, return yoar completed 
for. fn the enclosed et.mped addre.aed envalopa to: “gnsumce^. st. 
Enfield, Ct., 05082 
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ATTITUDES TOWARD MAMAGERIAn,/ADMINISTRATIVE 
LEADERSHIP POSITIONS 
This questionnaire is part of an effort to assess your attitudes toward males 
and females in managerial-administrative leadership roles. 
Please fill out the questionnaire as clearly and openly a6 you can stating your 
opinions. Space is provided on the last sheet should you have any additional comments. 
Leadership in this questionnaire will refer to any position which is considered 
management, i. e., Principal, Superintendent, Manager, Department Head, Officer of 
a Company, Director of a Division or Department, etc. Thank you for your help. 
1. What do you think are the qualities that make an effective leader in the 
following setting: 
BUSINESS GOVERNMENT 
2. In your judgement, does sex make a difference in determining an effective leader? 
Yes No WHY? 
3. What is your opinion about women holding leadership positions? 
4, What do you think is a man's role in society? 
5. What do you think is a women's role in society? 
6 What personal characteristics would make a man or women a strong or weak leader? 
* male FEMALE 
STRONG 
LEADER 
WEAK 
LEADER 
STRONG 
LEADER 
WEAK 
LEADER 
7. Indicate below whether the statement applies to a male(mark m), female (mark f)leader 
or both (mark b). 
a. Carefully plans before taking action and is WE11 organized. 
b. Demonstrates the ability to work well with people. 
c. Is an effective and active listener. 
d. Is effective in expressing ideas in writing. 
e. Is able to conduct effective meetings. 
f. Is able to give clear instructions orally’and easy to understand. 
_g. Is dependable. 
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LEADERSHIP QUESTIONNAIRE... 
8. If you have a preference which sex would you choose to work for and why? 
9. Have you had any experience working for a woman boss?_Yes _No 
Describe your experience; 
9l 
10. If you have not experienced working for a woman boss, describe what you 
think it would be like and how you would feel. 
11. Name some women leaders you know or have known and the type of position 
they are (have been) associated with. 
12. If you have experienced a difference between male and female leadership styles, 
do you think the difference was a result of: 
Sex of the person _Personality of the Person _Both 
1J. What do you see as the type of duties involved in leadership roles? 
14. Vhat level or type of education preparation would be necessary to assume 
a leadership position? 
15. What work experience do you think would be necessary to assume a leader¬ 
ship position? 
16. Do you feel you might be interested in a leadership type position? 
_Yes _No Why? 
17. What type of career plans do you have in mind for your future? 
H . 
18. Who ie (was) the most influential person in helping you set your career goals? 
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LEADERSHIP QUESTIONNAIRE,.. 
19. My mother (or female guardian) worka_at home_in a factory_in business 
_in education_other. Occupation if known_ 
20. My father (or male guardian) works_at home_in a factory_in business 
in education other. Occupation if known_ 
21. What type of career goals do you think your parent(s) or guardian(s) would like 
(would have liked)you to pursue? 
22. ' How good a leader do you think you are or could be? 
23. Do you think a woman will ever be elected President? Ye6 Year No 
WHY? 
24. Do you feel women should receive the same pay as men for doing the same job? 
Yes _No If no, why not? 
COMMENTS**'' 
Sex: 
Male_ 
Female 
Student's Age 
20-29 " 
30-39 “ 
40+ 
Thank you for filling out this questionnaire, 
Student's Grade 
Teacher_Grade_ 
Administrator 
Other 
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MASSACHUSETTS TEACHERS ASSOCIATION 
Dear Fellow WTA Member: 
I am in the process of doing a survey as part of an important research 
project regarding teachers' attitudes about education administration 
and more specifically toward women in education administration. The 
Massachusetts Teachers' Association Research Division has agreed to 
cooperate in this study. 
You have been selected from the teacher membership list of the MTA to 
participate in this study. Your willingness to complete the survey 
instrument would be appreciated. Please respond to the questions as 
honestly and completely as possible. 
This study is limited to Massachusetts MTA members. This survey is 
being sent to only a small representative sample of MTA teachers, 
therefore, it is important that your responses be included in the 
results. The survey results will be shared with the MTA. 
The survey instrument is identified by a code number known only to 
me. The code number will simplify the procedure of keeping a record 
of those surveys that have been returned. Please be assured that your 
responses are strictly confidential and reference will not be made to 
any individual. 
Please return the survey in the enclosed postage-paid envelope within 
the week. If you have any questions concerning this survey, please 
call me collect after 5:00 p.m. at 203-745-7432. 
Thank you for your cooperation. 
Sincerely, 
Constance M. Fusco 
1236 Enfield Street 
Enfield, Connecticut 06082 
20ASHBURTON PLACE/BOSTON MASSACHUSETTS 02 108/TELEPHONE 1617)742 7950 
'An Equal Opportunity Employer" 
APPENDIX V 
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Last week a questionnaire, "Teachers' Education Administration 
Interest Survey", was mailed to you. 
If you have already completed and returned it to me, please 
accept my sincere thanks. If not, please do so today. This 
survey was sent to only a small representative sample of NTTA 
members and it is important that your responses be included in 
the results. The survey results will be shared with the MTA 
Research Division. 
If you did not receive, or misplaced, the questionnaire, please 
call collect after 5:00 p.m. (203-745-7432) and another one 
will be sent to you. Thank you. 
Constance M. Fusco 
1236 Enfield Street 
Enfield, Connecticut 06082 
APPENDIX VI 
235 
236 
MASSACHUSETTS TEACHERS ASSOCIATION 
Dear Fellow NfTA Member: 
I recently mailed you a questionnaire asking for your participation in 
a study regarding teachers' attitudes about education administration 
and more specifically toward women in education administration. 
As of this mailing, I have not yet received your survey. In case you 
have misplaced the survey, I am enclosing another questionnaire for 
your convenience. 
This survey is being sent to only a small representative sample of MTA 
teachers, therefore, it is important that your responses be included 
in the results. 
The survey instrument is identified by a code number known only to 
me. The code number will simplify the procedure of keeping a record 
of those surveys that have been returned. Please be assured that your 
responses are strictly confidential and reference will not be made to 
any individual. 
Please return the survey in the enclosed postage-paid envelope within 
the week. If you have any questions concerning this survey, please 
call me collect after 5:00 p.m. at 203-745-7432. 
Thank you for your cooperation. 
Sincerely, 
Constance M. Fusco 
1236 Enfield Street 
Enfield, Connecticut 06082 
20 ASHBURTON PLACE/BOSTON MASSACHUSETTS 02 108/TELEPHONE (617) 742 7950 
"An Equal Opportunity Employer" 

